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Resumen 
Título: Laburando en una Organizacón Multi National 
Este informe de proyecto actual toma su punto de enfoque en un trabajo multi nacional para 
observar como los trabajadores en la organización actual lo experiementan. La razon por la 
que se decidio el enfoque de dicho trabajo, se deriva desde una interés comun del grupo sobre 
el mundo transformando al ser en un ente mas globalizado. Nos interesa lograr, como indivi-
duales diferentes, con nacionalidades diferentes, colaborar en el mismo lugar de trabajo, teni-
endo una comprensión previa sobre que es lo que afecta en el lugar de trabajo por ser multi 
nacional. Hemos elegido dos teóricos – Geert Hofstede y Edgar Schein – para formar un ter-
reno comun para nuestro marco teórico. Con el intento de poner la teoria en la practica hemos 
conducido tres entrevistas cualitativas en una organización multi cultural. Mas específicamen-
te, estamos observando como los trabajadores de una organización multi nacional experimen-
ta la diversidad nacional en relacion con los trabajadores nuevos. Para responder esta pregunta 
tenemos a través de nuestras reflexiones metodológicas analizando la fusión de nuestros in-
formantes y a través de nuestro horizonte. A través de nuestro análisis hemos descubierto que 
la introducción de formación es útil para los trabajadores nuevos para mejorar el proceso de 
integración. Ya que las combinaciones varias de los individuales crean ciertas fricciones, no 
solamente en relación de distintos orígenes nacionales de los trabajadores, sino también por el 
hecho de que las personas son diferentes. En conclusión, hemos descubierto que nuevos o 
mejor dicho, mas diversidad nacional, puede colaborar para una construcción de una nueva 
cualidad para el lugar de trabajo y de este modo para los trabajadores, como también NO 
debería hacerse una obstrucción para el proceso del trabajo. 
 
Abstract 
Title: Working in a Multinational Organization 
This current project report takes its focus point on a multinational workplace in order to ob-
serve how the employees in the given organization experience it. The reason why we decided 
to focus on a multinational workplace derives from a common interest in the group about the 
world becoming more globalized. We are interested in investigating how different individu-
als, from different nationalities, are collaborating in the same workplace as we have a pre-
understanding that a workplace will be affected by it being a multinational one. We have cho-
sen two theorists – Geert Hofstede and Edgar Schein – in order to form a common ground for 
our theoretical framework. With the attempt to put the theory into practice, we have conduct-
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ed three qualitative interviews in a multinational organization. More specifically, we are ob-
serving how do the employees of a multinational organization experience national diversity in 
relation to the new employees. In order to answer this question we have, through our method-
ological reflections, analyzed the fusion of our informants’ and our horizons. Through our 
analysis we have discovered that the introduction training is useful for newcomers in order to 
improve the integration process. Since the various combinations of individuals do create some 
frictions, not only in addition to the employees’ different national backgrounds, but also by 
the fact that people are different. In conclusion, we have found out that new or more national 
diversity can be a constructive quality for the workplace and thereby for the employees, but 
also that it should not become an obstruction for the work process. 
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1. Introduction  
The following chapters will introduce the motivation that has inspired us to write this project 
report. Thereafter the problem field will be introduced which has led to the elaboration of the 
problem formulation and our delimitations.  
1.1 Motivation 
The starting point of this project report can be said to originate from a basic interest for the 
modern work life, that we - in this project group - have. By that, we mean that we have a 
basic interest in the individuals that can be seen as employees in different workplaces and the 
individuals’ experience thereof. 
 
This interest is additionally brought together with another basic interest of the globalization of 
the world. By that, we mean an interest in how globalization affects the world in a way that 
makes it more common for individuals to interact with other individuals, in their daily life, 
that come from completely different geographical places and backgrounds than themselves 
(Schein, 2010: 363ff). However, the focus of this project is not on the globalization of the 
world, though it is the aspect of interpersonal interactions among people from different parts 
of the world, as a result of globalization. 
 
These two interests brought together have given us the inspiration to work with and research 
what in this project report will be called the multinational workplace. By multinational work-
place, we mean a workplace in terms of an organization where individuals of different nation-
alities are working together in order to produce a product. Besides the two aforementioned 
basic interests, the inspiration for writing this project report on the multinational workplace 
has risen from some basic presumptions and ideas, that later in the project will be defined as 
primitive pre-understandings (cf. chapter 2.1) about the multinational workplace. These basic 
presumptions can be explained as some ideas we have had of how interpersonal interactions 
in a workplace could be affected by it being multinational. More specifically, these presump-
tions refer to individuals from different nationalities when interacting with each other in rela-
tion to their work at the workplace, and the fact that they might bring some conflicting points 
of view in relation to ‘how things should be done’ or ‘how to behave’ in a workplace. There-
fore we have had the idea that people from different national backgrounds also have different 
ways of behaving related to their workplace. This does however not mean that these presump-
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tions have occurred out of nowhere, but that we have not tried to search for their origin. In-
stead we have tried to examine these in relation to specific theories. These theories can be 
said to concern the individuals in organizations. 
 
This examination of the basic perceptions has led us to the following problem field that is 
based on the work of the social psychologists Geert Hofstede (1980 & 2003) and Edgar 
Schein’s (2010) theories, which will be reviewed more thoroughly later in the part of this pro-
ject report called Theoretical Pre-understandings (cf. part 4). 
 
1.2 Problem Field  
It can be said that an organization is a somewhat complicated phenomenon that consists of a 
lot of different elements (Schein, 2010: 1). One of the most important elements of an organi-
zation can, in reference to Edgar Schein’s work (2010) with organizations, be seen as what is 
called the organizational culture (Schein, 2010: 1ff).  
This is because Schein argues that not only the organizational culture but every culture “[…] 
can be thought of as the foundation of the social order that we live in and of the rules we 
abide by” (Schein, 2010: 3). By that, culture is to be understood as a shared interpersonal 
agreement on how ‘things should be done’ among, for example a specific group of individuals 
or in relation to this project report, in a specific workplace that is to be understood as an or-
ganization of individuals (Schein, 2010: 14; 24). However it is important to stress that culture 
is not only something that affects and ‘controls’ the individuals’ behavior but also something 
that is affected by the individuals that are a part of this culture (Hofstede, 2003; 31 & Schein, 
2010: 3). This means that, even though culture can be seen as something that gives structure 
and safety to the individuals that ‘belong’ to the culture itself, it is not something that is con-
stant, but something that is constantly changing (Schein, 2010: 3). To talk about an organiza-
tional culture however can be seen as a difficult thing (Schein, 2010: 3). Organizational cul-
tures consist of many different layers where most of the layers are not directly visible but hid-
den from an individual that can be considered to be ‘standing outside’ the culture (Schein, 
2010: 23f). By that, we mean that the meaning that lies beneath or behind the behavior in rela-
tion to what above was phrased as how ‘things should be done’, is not something that is visi-
ble to an outsider but something that one has to investigate deeply, or be a part of, to under-
stand (Hofstede, 2003: 34 & Schein, 2010: 20; 24). This can be explained by the argument 
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that different individuals come from different backgrounds, hence they bring different experi-
ences and understandings of how ‘things should be done’ in relation to the respective culture 
that was present in their background (Hofstede, 2003: 31).  
 
This is where Hofstede’s work really comes into the picture. Hofstede’s work - which he pre-
sents in his book Culture’s Consequences (1980) - has showed that different nations, which 
he calls societies, have different corresponding cultures (Hofstede, 2003: 31). This does how-
ever not mean that all individuals within one nation share the completely same cultural back-
ground, but that compared to individuals from other national backgrounds than themselves, 
they have national cultural values that are very much alike (Hofstede, 1980: 31). Further, both 
Hofstede and Schein argue that cultures present in a nation are reflected into the organizations 
that are located therein in relation to the organizations culture (Hofstede, 2003: 38 & Schein, 
2010: 55). It can therefore be understood that when people from different national back-
grounds come together to work under one organization they might bring different, and maybe 
even conflicting, views on how ‘things should be done’ and ‘how to behave’ based on their 
national diversities. It is however important to state that they both argue that the employees 
will adapt to each other and thereby adapt to the organizational culture over time (Hofstede, 
2003: 31 & Schein, 2010: 17). 
 
But this is where the focus of our project report comes into play. We would, in contrast to 
Hofstede and Schein, who mostly look at organizational culture in relation to organization 
analysis, investigate how the coming of new employees is experienced in a multinational 
workplace. The experience is, in relation to what was explained in the beginning of the moti-
vation (cf. chapter 1.1), the experience of the individuals who shall be seen as the employees 
of a multinational workplace. This is what leads us to the following problem formulation. 
 
1.3 Problem Formulation 
How do the employees of a multinational organization experience national diversity in rela-
tion to new employees? 
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1.3.1 Elaboration of Problem Formulation  
Investigating the experience of the employees has meant for us that we would have to make 
some collections of qualitative data in order to get a possibility of understanding this experi-
ence. The making of this project report has therefore led to a qualitative empirical study, 
which is based on a theoretical study. This is something that will be elaborated further in the 
part Methodological approach (cf. part 3). But to emphasize one important point now, the 
collection of empirical data has been done in terms of three qualitative interviews with em-
ployees of a multinational workplace.  
 
1.4 Delimitations  
One of the first things to state in this chapter regarding this project’s delimitations is related to 
what has been mentioned above. The fact that the empirical data has been entirely gathered 
from one single workplace means that we limit our findings to only being able to say some-
thing about this one specific multinational workplace. Moreover, the fact that we look at three 
informants’ experience of a specific multinational workplace means that the finding of our 
work is only able to explain something about what these three informants’ points of view 
have in relation to this specific multinational workplace. However, we should not consider 
this project report findings to be of no use. On the contrary, this project is to be seen as an 
ideographic study with the aim of giving the reader an opportunity to understand how work-
ing in a multinational workplace can be experienced, thus what it can mean for the involved 
individuals that it is in fact multinational. 
 
Additionally, what we are about to mention is regarding the theory that has been used and ap-
plied in relation to our understanding of the empirical data. The fact that the theoretical 
framework, or what later will be called our theoretical pre-understandings (cf. chapter 2.3), 
primarily comes from two theoreticians theories means that the reader of this project report 
should understand that the aforementioned ‘findings’ of this project report should most cer-
tainly be seen in relation to these two theories, which is why they will be elaborated thorough-
ly in the part called Theoretical Pre-understandings (cf. part 4) 
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2. Scientific Awareness  
The aim of this part of the project is to give an overall understanding of the way we have de-
cided to use when working with the problem formulation (cf. chapter 1.3) in terms of our 
point of view towards the method of obtaining knowledge, especially regarding what can be 
called ‘understanding of others’. Further, this part is an attempt to explain the choices that 
have been made in relation to the execution of the project. By that, we mean that we will try 
to explain the reflections and thoughts that are behind these choices. It is important for all ac-
ademic work that the researcher explains his or her process from beginning to end. In other 
words, this means that the researcher has to show how he or she has come to the conclusions 
presented and thereby how knowledge has been produced in the work. This also gives a pos-
sibility of showing the validity of the obtained knowledge presented in the conclusion, some-
thing that will be further explained in the chapter Validity (cf. chapter 3.4.1). This therefore 
also applies for us, in this project group, since the report has to be considered as an academic 
contribution in relation to understanding the phenomenon of a multinational workplace.  
 
2.1 Primitive Pre-understandings 
As mentioned in the chapter Motivation (cf. chapter 1.1) the focus on the multinational work-
place comes from our interest in, and wonder about how it is experienced working in such a 
workplace and a further wish of obtaining an understanding and insight in relation to the act-
ing agents situated in this phenomenon. In addition to that, it was explained how we - to some 
extent - have built this on what was called, our ‘basic presumptions’ of the multinational 
workplace, which we have had prior to the making of this project report concerning the inter-
action and understanding between the acting agents. Since the background of doing this pro-
ject report is based on some basic presumptions on how the multinational workplace is or 
might be it can also be argued that we in this project group have had a somewhat primitive 
pre-understanding of the field of interest. ‘Primitive’ is in this context to be seen as some-
thing that is not grounded in any research or directly explainable through theory, but instead 
as fore-structures of understanding which to some extent have developed consciously or un-
consciously (Schmidt, 2010: 100).  This primitive pre-understanding is however not some-
thing that we will attempt to elaborate and explain thoroughly since it would mean that we 
would have to make a historical psychoanalysis of ourselves in terms of where it comes from. 
The process of doing so is not the focus of this project report and it would be a protracted 
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process. Instead we are going to use this primitive pre-understanding productively to gain new 
knowledge about the field of interest. This idea of using our pre-understanding productively is 
something that can be seen as being inspired by the hermeneutical approach in relation to ob-
tain knowledge (Schmidt, 2010: 95; 115). To talk about a hermeneutical approach however, is 
something that can be rather difficult since there have been different ontological and episte-
mological debates within the hermeneutical practice (Schmidt, 2010).  
 
2.2 Gadamer and Philosophical Hermeneutics 
One of the many lines of hermeneutics that have developed over time is Hans-Georg Gada-
mer’s philosophical hermeneutics (Schmidt, 2010: 2ff). Gadamer focuses on the human being 
as a being that is thrown into the world that he or she is part of. By that is to be understood 
that individuals are always embedded in, and connected to, his or her historical tradition and 
context (Schmidt, 2010: 99). Hence the human being will always draw on previous under-
standings of the world when experiencing and trying to understand something new (Schmidt, 
2010: 106). Gadamer articulates this by saying that all understanding comes from what he 
calls “prejudices” (Schmidt, 2010: 101), where prejudice is related to what earlier in this 
chapter has been called fore-structures of understanding, which includes everything one 
knows, both consciously and unconsciously (Schmidt, 2010: 100ff). The term “prejudices”, 
which can be understood as prejudgments, that Gadamer uses, can be seen as a provocation 
since he argues that the term is often being connected with something negative or wrong. 
Nevertheless, what Gadamer explains further is that a prejudgment is only a judgment that has 
been made by one or more individuals prior to the meeting with the phenomenon or field of 
investigation (Schmidt, 2010: 99ff). Prejudices should therefore not be seen as something 
negative but more as a neutral term. But because of its relation to something negative we will 
in this project report substitute his term “prejudices” with the term pre-understanding.  
 
Gadamer goes on to argue that an individual at any given time is positioned in a “situation” 
(Schmidt, 2010: 105). This situation has, in relation to what has been explained above, to be 
considered as the sum of all pre-understandings that an individual has at a given point of time 
(Schmidt, 2010: 105). Thereby, this means that there is a specific point of view connected to 
any situation in terms of how an individual sees the world in a given situation based on his or 
her pre-understandings. This is where Gadamer introduces the term “horizon” (Schmidt, 
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2010: 105). An individual’s horizon is the individual’s understanding of the world in a given 
situation in his or her life. For an individual to obtain new knowledge thereby means that the 
individual has to challenge its pre-understandings by what can be seen as testing it (Schmidt, 
2010: 104). This is explained by the idea that if an individual’s pre-understandings are not 
challenged, they will not change or evolve (Schmidt, 2010: 104). These pre-understandings 
will be challenged when different horizons encounter each other (Schmidt, 2010: 104ff). An 
encounter between horizons can both happen in the direct way of human interaction but can 
also be seen as something that for example happens when reading a text. When different hori-
zons meet, there will be what Gadamer calls a fusion of horizons (Schmidt, 2010: 109f). 
Hence, it is important to stress that a fusion of horizons does not mean that the individuals 
will come to an agreement or obtain a common knowledge, but that such a fusion gives room 
for new experiences and understandings and thereby the possibility of new acknowledgment 
(Schmidt, 2010: 106; 110). It is therefore important to comprehend that the understanding and 
knowledge that is obtained through such a fusion is still a subjective understanding and a 
knowledge that cannot be repeated in the fusion between other individuals with their horizons, 
since they come from different situations with their corresponding own pre-understandings 
(Schmidt, 2010: 102ff). The new knowledge should not be seen as a final product or definite 
conclusion since this new knowledge will become a new pre-understanding that can be chal-
lenged (Schmidt, 2010: 113). The productive use of pre-understandings and challenges there-
by becomes the epistemology of Gadamer’s philosophical hermeneutics since it is through 
this that an individual can gain an understanding of the world that he or she lives in (Schmidt, 
2010: 100).  
 
2.3 From Primitive to Theoretical 
This idea of using pre-understandings to obtain new knowledge by challenging them is there-
fore something we have done in the process of making this project report, since the motiva-
tion comes from our primitive pre-understanding of the multinational workplace. We are, as 
researchers, also a part of the world that we live in, just as any other individual, and cannot 
part ourselves from it. This is to be understood in the way that we do not see ourselves as be-
ing able to leave these pre-understandings or put them into a parenthesis and work around 
them in a search for ‘unspoiled’ or ‘definite’ truths (Schmidt, 2010: 89ff). Instead we have 
acknowledged that we cannot meet the phenomenon as a blank sheet of paper and try to un-
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derstand our situation1 in order to work with it. This means that we position ourselves inside 
what is called “the hermeneutical circle” (Schmidt, 2010: 103). The hermeneutical circle is a 
term used to understand the way of gaining new knowledge about and understanding of a 
phenomenon by shifting focus between “parts” and the “whole” (Schmidt, 2010: 103ff). This 
is to be understood in the way that one cannot understand one single part of a phenomenon 
without having some understanding of the phenomenon as a whole and vice versa (Schmidt, 
2010: 3f). An example of this can be reading a text. It can be difficult to understand a specific 
sentence of the text without having some understanding of the whole context of the text, but 
on the other hand it is difficult to understand the whole context of the text without understand-
ing the specific parts. Thus it means that at any attempt of obtaining new knowledge, one con-
stantly has to reflect and interchange between understanding the part and the whole.  
 
The hermeneutical circle can thereby also be seen as problematic in terms of understanding 
where to start the development of understanding. In relation to our “primitive” pre-
understandings it can be said that they were illegitimate understandings of the phenomenon 
since they were not consciously tested or based on something (Schmidt, 2010: 101). There-
fore, it was necessary for us to confront this primitive pre-understanding in order to get a bet-
ter understanding of the phenomenon as a whole. This has been done by collecting and read-
ing already established research material regarding the phenomenon of a multinational work-
place. This is to be understood in relation to the theory that has been mentioned shortly in the 
chapter Problem Field (cf. chapter 1.2) regarding Hofstede and Schein which also will be 
elaborated more thoroughly in the upcoming theory part (cf. part 4). This means that by read-
ing their theory we have fused our “primitive” horizon with the horizons presented by their 
theories. This has been done in relation to the issue mentioned above concerning the “starting 
point” of understanding in the hermeneutical circle by using our primitive pre-understandings 
of the whole to understand the parts of the theory and thereby obtaining a new understanding 
of the whole. This is a new understanding that can be seen as being more legitimate since it is 
based on research which itself is consciously based on the phenomenon itself (Schmidt, 2010: 
101; 110). Thereby, we have through the reading of the theory, developed and obtained a new 
pre-understanding that is no longer ‘primitive’. That also means that we have moved into a 
new situation with its corresponding new horizon. The new horizon is hereby theoretically 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  1	  We, in this project group, is to be seen as being in ‘one situation’	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grounded and the theory part (cf. part 4) has to be taken into account as our point of view in 
our later firsthand confrontation with the phenomenon itself and analysis thereof.  
 
2.4 The Understanding of Others 
In order to achieve a greater understanding of the multinational workplace we have, in this 
group, decided to go further with our theoretical pre-understanding in terms of trying to con-
front this theoretical pre-understanding of the phenomenon. This has been done with the in-
tension of trying to gain a more correct understanding since it would be directly based on the 
phenomenon itself with the help of our theoretical pre-understanding (Schmidt, 2010: 101). In 
other words this has been done, as mentioned in Elaboration of Problem Field (cf. chapter 
1.3.1), by trying to understand individuals that can be seen as acting agents within a multina-
tional workplace, and thereby within the phenomenon. By understanding the individuals we 
mean that we want to understand their experience of and attitude towards the multinational 
workplace.  
 
Nevertheless, understanding someone else is not an easy task that can be said to be done 
without any reflections about what it will say to understand someone else. First of all, it is 
important for us to stress that we - in this project group - do not believe that it is possible for 
an individual to completely understand another individual in terms of knowing exactly what 
they think or mean. This is to be understood in the way that we do not believe that we are able 
to completely position our self in another individuals place and mindset. This is something 
that can be seen in relation to the reflections previously formed regarding different individu-
als, personal situations and horizons (Schmidt, 2010: 24; 105). We are thereby only able to 
understand other individuals by interpreting what they express (Schmidt, 2010: 16f; 110). 
This is again an example of how we, as researchers, cannot part us from the field of investiga-
tion since our interpretation of what has been expressed always will be based on and affected 
by our horizon (Schmidt, 2010: 101). It has therefore been necessary for us to do some meth-
odological reflections in relation to how we were to approach the understanding of the indi-
viduals that are situated in the multinational workplace and thereby the fusion of their and our 
horizons. 
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3. Methodological Approach  
As mentioned above, we have made some methodological reflections in order to obtain new 
knowledge from the field of interest and the aim of this chapter is to elaborate some of the 
methodological perspectives that have been chosen on the background of these reflections. 
The methodological perspectives are thereby to be seen as the tools we have used in order to 
be able to gain an understanding of the informants that are acting agents in the multinational 
workplace.  
 
3.1 The Informants 
The following chapter will give an insight into the selection of the three informants that have 
been used in the fusion of our horizon and the informants’ horizon. 
 
3.1.1 Criteria for the Selection of Informants 
Before explaining how we have gained an understanding of the informants, we will explain 
on which basis they are selected in relation to this project report. It has for us, in this project 
group, been a somewhat natural idea that the people who would have the best experience of 
the multinational workplace would be the individuals that are situated in such a multinational 
workplace on a daily basis. It has therefore been our first criteria for the selection of our in-
formants that they are employees at a workplace where people of different nationalities are 
represented. Secondly it has been a criterion that the informants’ job descriptions must in-
volve interaction with its coworkers and colleagues. This has been a criterion because we 
wanted them to be able to have some experience of direct interaction and collaboration with 
people of different national background than them self. By that we mean that we do not want 
to look at workplaces that do not require an interaction between the employees despite of 
them being from different nationalities.  
 
The concrete selections of the three informants have been conducted by contacting different 
workplaces where we, on the background of research, knew that the criteria mentioned above 
was met. We contacted the workplaces and asked if there were employees available that 
would like to participate in qualitative interviews. Thereafter some employees volunteered for 
the interviews. The first workplace, wherefrom three employees that met the above criteria 
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volunteered, was picked as the setting where the empirical data would be collected. The rea-
son for picking just one workplace is based on the idea that this would enable us to see simi-
larities to and relations between what the different informants express. There was however 
one important criterion that has to be stated here in relation to the selection of the workplace 
and informants. This is as follows; the criterion for the workplace was that we needed two 
employees who had been at the workplace for two or more years and one employee who had 
been there less than one year. Fortunately such volunteered. When contacting them, we elabo-
rated our interest in wanting to investigate the ‘experience’, as mentioned in the problem for-
mulation (cf. chapter 1.3), from more than one point of view. By this we mean both from one 
that are in the situation of being what we call ‘new’ and from employees that are what we call 
‘established’ in the workplace. The definition of and distinction between ‘new’ and ‘estab-
lished’, in terms of respectively less than one year and two or more years, is however some-
thing that has been done primarily with the hope that if an employee has been at a workplace 
more than two years there would be a greater chance of them understanding or being a part of 
the organizational culture that may be present. The same can be said about our use of the term 
‘new’ but just the opposite way around in regard to not understanding or being a part of the 
organizational culture that may be present. The informants did however not get specific in-
formation about the project’s details in terms of contents and focus beforehand which will be 
explained more thoroughly in the chapter Execution of Interviews (cf. chapter 3.2.2). It is im-
portant here to note that this respective organization is situated in Denmark. 
 
3.1.2 Introduction of Informants 
Since we have promised the informants anonymity there will in this project report be used 
aliases instead of real names. These names are Aleksandr, John and Carl where Aleksandr 
have been at the workplace for only a few months (Aleksandr, 24:00) and the two others have 
been at the workplace respectively more than two years (John, 00:22) and more than 10 years 
(Carl, 01:12). Additionally we will not give insight into personal sensitive information about 
the informants. But overall it can be said that the tree informants of course fit the criteria men-
tioned above. The reason for having exactly three informants, and neither more nor less, is 
based on group reflections concerning the recourses and timeframe in relation to the pro-
cessing of the empirical data. Additionally we have not been trying to quantify our empirical 
data but on the other hand worked qualitatively with it. This is something that also will be fur-
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ther elaborated later in the chapter Validity (cf. chapter 3.4.1). Furthermore the reason for hav-
ing two ‘established’ and one ‘new’ employee informants and not vice versa is that the ‘estab-
lished’ would in our perception be able to both know and understand the culture and the expe-
rience when new employees come into this respective organization because the ‘established’ 
have experienced being new themselves, whereas the ‘new’ would only be able to elaborate 
on how it is to be new.  
 
3.2 Qualitative Interviews 
As already mentioned in the chapter The Understanding of Others (cf. chapter 2.4) we have 
tried to confront our theoretical pre-understanding by creating a situation where our horizon 
can be fused with the horizons of the informants that are acting agents within the multination-
al workplace. This has been attempted by carrying out qualitative interviews with the aim of 
being able to gain an understanding of the informants’ experiences and points of view.  
 
The following chapters thereby intend to describe the reflections that first of all have been 
done prior to the interviews, in the process of executing the interviews and in relation to the 
processing of the interviews. These reflections shall be seen as some that have been done in 
relation to the hermeneutical reflections (cf. part 2) and the practical approach comes from 
consulting Steinar Kvale and Svend Brinkmann’s (2009) interview methods.  
 
3.2.1 Design of the Interview Guide 
For the execution of the interviews there has been developed an interview guide that is meant 
to give the interviews a direction. In this project report’s case it is what can be called a “semi-
structured interview guide” (Kvale & Brinkmann, 2009: 130). A semi-structured interview 
guide means that the interview will not be tightly structured by too many already made ques-
tions. Further it means that the interview situation is not supposed to develop into a question-
answer situation where the informant do not have the opportunity to elaborate, or where the 
interviewer do not have the opportunity to ask more thoroughly into what have been ex-
pressed in the answers given by the informants before moving on to the next question. On the 
contrary the interview situation is supposed to become what can be seen as a normal conver-
sation where the interviewer can pick up on what the informant expresses and thereby lead the 
interview in different directions to thoroughly understand the informants’ attitudes towards 
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what is being discussed (Kvale & Brinkmann, 2009: 130ff). But when that is said, it is im-
portant to state that the interview guide is not a completely blank sheet of paper. The inter-
view guide consists of some different themes that are needed to be covered during the inter-
view and can bee seen as guidelines for the interviewer (Kvale & Brinkmann, 2009: 130ff). 
These themes are based on our theoretical pre-understandings and thereby our theoretical 
horizon. This also means that we of course lead the informants in a specific direction when 
asking them questions because as Gadamer argues: “Every question points in the direction of 
what is asked about” (Schmidt, 2010: 111). The semi-structured interview guide has been 
chosen because it contributes well to what is called a “life world interview” (Kvale & Brink-
mann, 2009: 3; 26ff). The purpose of this type of interview is to gain an insight in the inform-
ant’s life world in terms of interpreting the meaning of the described phenomenon (Kvale & 
Brinkmann, 2009: 3f; 124). It is therefore also something that contributes well in relation to 
our work in this project report since we, as mentioned earlier, are trying to understand the act-
ing agents’ experiences of the multinational workplace that they are a part of.  
 
The concrete interview guide has started out with some ‘soft’ questions with the aim of giving 
us an opportunity to shape an overall picture of whom the informant is. These first questions 
have also had the aim of making the informants comfortable with the interview situation. Fur-
ther into the interview, the questions becomes more personal so that the informants would 
have to relate reflectively upon the questions in relation to their life world and thus their re-
spective situations and experiences. 
 
3.2.2 Execution of Interviews 
Since the interviews are situations where we as researchers meet our informants, they must be 
recognized as interpersonal situations where horizons meet. This further means that during the 
fusion of horizons it is not just we as researchers that will gain new knowledge, but also that 
the informants (cf. chapter 2.2). This happens when the informants are allowed to reflect upon 
the questions asked, which represent our pre-understanding and when reflecting on his or her 
own answers (Kvale & Brinkmann, 2009: 143). But since the interview situation is an inter-
personal situation there are some more or less explicit factors that have to be taken into con-
sideration by us as researchers (Kvale & Brinkmann, 2009: 143).  
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First of all we have, as mentioned, had to reflect on how much information the in-
formants should receive regarding the projects aim and contents before the interviews. As 
mentioned earlier we have strived towards not giving the informants too much of an insight 
beforehand. This is something that has been done on the background of an understanding that 
is based on our own reflections upon that the least amount of information given will mean that 
the informants will not prior to the interview have experienced a fusion of our and their hori-
zons. By that we mean that we do not want them to be influenced by our pre-understandings 
before we meet them in the interview situation. By that we mean that we have only told that 
we are looking at the multinational workplace and would like to interview individuals that are 
acting within such workplaces. Thereby we have not given information about how we posi-
tion ourselves towards the phenomenon or what theoretical pre-understanding we have had.  
A second reflection that has been made has been in regard to where the interviews 
should take place. The three interviews have all been conducted at the informants’ respective 
workplace. This has been done with the intension of making it a more comfortable and famil-
iar situation for them. The fact that the interviews have been conducted at the informants’ 
workplace could of course also mean that they might be afraid that someone else at the work-
place would overhear what they say and thereby leaving something out. But we have tried to 
deal with this by doing the interviews in private locations at the workplace.  
 
The three interviews have had a length of about 45 minutes each. This is both because we in 
the project group have had an idea that the interviews would take about 45 minutes to an hour 
based on the themes that we wanted covered, and because of the time factor in relation to how 
much time the informants were able to take out of their schedules for interviews. At each in-
terview there have been two representatives from the project group present. There has been a 
clear division between the two group members’ roles. The first representative has had the role 
of being the interviewer who asks the primary questions and the other representative has had 
the role of being observer. By observer we mean that the second representative should pick up 
on indicators and impressions and write down what he or she, based on reflections, felt was 
new and/or unanswered questions that could be asked in the end of the interview. This is 
something that Kvale and Brinkmann also mention in terms of how to obtain the most amount 
of information in the hope of not missing any understandings (Kvale and Brinkmann, 2009: 
128ff). 
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The interviews have all started out with a small briefing where it is made clear for the inform-
ant how the interview is going to proceed in terms of what the two members of the group’s 
roles are. The informant is at this point additionally asked if he or she conquer to having the 
interview being recorded. This is a request that all the informants have agreed to. The record-
ing of the interviews is something that we have chosen to do in order to be able to make a 
more thorough processing of the empirical data than we would have been able to do on the 
basis of handwritten notes. This is something that will be elaborated further in the chapter 
Processing of Interviews (cf. chapter 3.2.3). It is also at this point that the informants have 
been promised anonymity. This is a promise that has been given on the basis of some ethical 
considerations (cf. chapter 3.3), but also with regard to an expectation that the informants, 
knowing that they will be anonymous, will find it easier to talk about their own life world. 
This is an expectation that also comes from a consultation with Kvale and Brinkmann’s work 
(Kvale & Brinkmann, 2009: 129). In the end of the interview, the two group members have 
made a small debriefing with the informant where the informant could ask questions and 
come with some points that may have occurred to him or her during the interview. This is 
both because that, as already mentioned, the informant, just as well as us, can have experi-
enced something new and thereby have come to a new understanding. Further it is because of 
the fact that the informants may want some answers in terms of what the opinion that they 
have just shared is going to be used for. Furthermore we elaborate what the interviews are go-
ing to be used for. Both of these things are something that we have experienced in the inter-
views conducted.  
 
3.2.3 Processing of Interviews 
The following chapter’s aim is to show how we in this project group have worked with – and 
processed the empirical data collected from the qualitative interviews in relation to the final 
analysis (cf. part 5).  
 
It is through the processing of the qualitative interviews that we have tried to gain an insight 
in – and understanding of the informants’ experience of the multinational workplace. To get 
this understanding, we have used a qualitative methodological approach in terms of what can 
be called a “meaning interpretation” (Kvale & Brinkmann, 2009: 207). This means that the 
processing must contain some degree of creativity and curiosity, but still with an eye on the 
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fact, that the data must not be overly interpreted (Kvale & Brinkmann, 2009: 211). By that we 
mean that meaning interpretations is a term used to explain that the analysis will go beyond 
what the informants themselves have stated directly by interpreting their statements into a 
frame of reference (Kvale & Brinkmann, 2009: 207). This method is furthermore a methodo-
logical approach that is closely related to hermeneutics since it, as hermeneutics, aims for the 
understanding of others’ experiences through interpretation (Kvale & Brinkmann, 2009: 
210f). But just as hermeneutics do not have – or is a specific methodological step-by-step ap-
proach (Kvale & Brinkmann, 2009: 211) then meaning interpretation cannot be seen as a one 
specific approach either (Kvale & Brinkmann, 2009: 208). By that we mean that there is no 
right way to do a meaning interpretation but multiple different ways of doing it (Kvale & 
Brinkmann, 2009: 208). However, one of the main points is, that what in a hermeneutical per-
spective can be said to be the shift between the parts and the whole, is thus being able to in-
terpret the meaning of specific statements in relation to a broader context (Kvale & Brink-
mann, 2009: 210f).   
 
3.2.4 The Different Steps of the Analysis 
The analysis can be divided into different steps, where the first step takes place while doing 
the interviews and the rest afterwards (Kvale & Brinkmann, 2009: 195f). The first step of the 
analysis starts when the informant expresses his or her spontaneous and initial views and 
opinions. This has given the interviewer and the observer the first indicators of what and how 
the analysis was going to take form in relation to the theoretical pre-understandings. This step 
leads directly to the next step where the informant will begin to reflect upon his or her own 
initial thoughts and answers and thereby find new aspects and relations regarding the issue 
discussed. This has most likely been able to happen because of the fact mentioned earlier con-
cerning that an individual is well capable of producing new realizations based on his or her 
own reflections (cf. chapter 3.2.2). All these initial, as well as secondary views and opinions, 
have been noted by the observer. The next step is related to the notes taken by the observer 
since it concerns asking the informants questions based on what he or she has expressed. By 
asking questions regarding the informants’ own statements, the interviewer and observer have 
been able to make the informant invalidate, confirm or elaborate the ideas and understandings 
that we have gotten from the informant (Kvale & Brinkmann, 2009: 195). This step of the 
analysis continues for as long as it is necessary to make sure that the least amount of under-
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standing have been lost. Hence this can be seen as a small deductive part of the analysis and 
as an opportunity for this project group to gain a better and more ‘correct’ understanding of 
the informants’ situation (Kvale & Brinkmann, 2009: 195f). It is here important to remember 
the reflections concerning ‘putting one in another’s place’ (cf. chapter 2.4) which means that 
when we say that we are trying to gain a more ‘correct’ understanding we know that it is not 
the complete same understanding as the informants’ meaning, but should be seen as an at-
tempt to limit the possibility of interpretation that goes too far beyond the informants mean-
ing. It is also in these two first steps that the reflections concerning the interview guide have 
been important for us (cf. chapter 3.2.1). 
 
The next steps of the analysis are the ones that have taken place after the interviews were 
conducted. This is where the empirical data have been analyzed deeper. To bring the inform-
ants’ meanings and experiences into light, this project group has coded the interviews. This 
has been done through what is being called “meaning coding” (Kvale & Brinkmann, 2009: 
201ff). This means that the project group has attached a keyword (code) to every sentence in 
the interview. These codes and their respective meanings have then been collected into differ-
ent categories of meaning. The categories of meaning have then been conceptualized, which 
means that we in the project group have been able to organize the data and navigate through 
the informants’ opinions (Kvale & Brinkmann, 2009: 202). This decision can however be 
seen as somewhat controversial. This is because the way that meaning interpretation often can 
be seen as a contrast to meaning coding since meaning coding is more often seen as some-
thing that relates directly to what has been said by the informants, whereas meaning interpre-
tation attempts to go beyond what has been said (Kvale & Brinkmann, 2009: 207). However, 
we in this project group find that meaning coding is a good approach in terms of doing a 
meaning interpretation, because it gives us a chance to shift between going into depth with the 
specific parts of the interviews and looking at the whole in an organized way by working with 
these codes and categories while still being influenced by our pre-understandings.  
 
Coding 
There are two foundational ways of coding within what Kvale & Brinkmann call “meaning 
analysis” (Kvale & Brinkmann 2009: 201). The codes can either be “concept-driven” where 
they are simply formed in advance by the researcher or they can be “data-driven” where the 
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researcher form the codes while reading through the interviews (Kvale & Brinkmann, 2009: 
202). We have in this project group been focusing on data-driven coding through which we 
aim to get the best view into what the informants themselves experience. These codes will be 
short descriptions of an act or an experience that the informant him– or herself has expressed 
(Kvale & Brinkmann, 2009: 203). But even though we say that we have tried to do data-
driven coding, it is important to stress that the codes of course are influenced by our pre-
understandings of the whole. This means, that even though the codes have not been formed 
before listening to the informants’ statements, the concrete development of the codes has been 
made with our theoretical pre-understanding in mind. Furthermore it means that the coding 
should be seen as a mix between concept-driven coding and data-driven coding. 
 
The course of work, with which we have executed the coding, has primarily been that we in 
this project group have read through each sentence while simultaneously listening to the spo-
ken sentence in the recorded version. Each coherent paragraph of the interview has been thor-
oughly discussed with a focus on what the informant says and which meaning we find in it. 
This process has been repeated through each of the three interviews. Additionally we have in 
these processes constantly discussed the parts in relation to our new understanding of the 
whole and vice versa. This is where it can be said that our horizon is being fused with the in-
formants’ horizons in a somewhat organized fashion. But for us to make this process of cod-
ing possible it has been necessary that the qualitative interviews were transcribed. 
 
Transcribing 
Reflections are needed when transcribing a qualitative interview. This is because a such can 
be done in a variety of different ways with which the different ones can have different impacts 
as to how the forward analysis of the material can develop (Kvale & Brinkmann, 2009: 180). 
The process of transcribing, which is the process of transferring or paraphrasing oral expres-
sions into written words, has by this project group been executed with a very keen eye to the 
fact that the written words must resemble the oral expressions as exact as possible. Thus the 
entire transcription includes oral expressions such as “uh”, “um”, laughing, pauses and to 
some extent where they make physical gestures. Though this has been executed, it has not 
been done to the extent of enabling a linguistic analysis (Kvale & Brinkmann, 2009: 181f), 
because that is not our intention to do with this project report. By that we mean that we have 
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not paraphrased every single gesture of the informant. The gestures paraphrased will be ges-
tures with which this project group have found interest or have evaluated them to be im-
portant to both the process of coding and to the entire understanding of the contents of the in-
terviews. Another smaller element of change in the written paraphrased from the spoken, is 
our promise to the informants about complete anonymity. This has had an impact on smaller 
parts of the interview where names, personal background etc. have been changed. It is 
through the process of transcribing that we listen to the interviews thoroughly for the first 
time. This is also where the initial steps of the meaning analysis will begin in terms of the fu-
sion of horizons. This early fusion, along with the perceptions this project group has devel-
oped during the interviews is further contributing to initial ideas on various indicators on the 
directions within the data from the interviews, and thus which codes and categories there are 
possibilities to create (Kvale & Brinkmann, 2009: 183ff). That thereby means that the coding 
process to some extent already begins on a level of thought, before the concrete process de-
scribed in the above chapter begins. 
 
Categorizing 
The codes that have been developed on the basis of the transcription have, as mentioned earli-
er, afterwards been used to develop different categorizations of the semantic content of what 
the informants have expressed. 
This process of categorization must be understood as an ongoing process that has been going 
on alongside with the interviews and the coding thereof. But for the sake of clarification for 
the reader of this project report, the process of categorization is here being described as a sep-
arate process. Our process of categorization can be seen as a process where the aforemen-
tioned different parts of the analysis and fusions of horizons have been gathered into one 
analysis (cf. part 5). These categories are thereby collections of our understandings of the in-
formants’ statements. The categorization process itself, has been conducted by discussing, 
analyzing and conceptualizing our different codes and experiences in relation to our pre-
understandings. This is to be understood in the way that we have divided our new understand-
ings of the multinational workplace into some different categories that each have been con-
ceptualized in order to organize this new understanding. The concepts are, in relation to the 
codes, to be seen as small descriptions of the categories’ contents. The categories can thereby 
also be seen as the fusion of our and the informants horizons divided into different categories. 
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It has here been important to stay creative and structured at the same time to handle the dif-
ferent parts of the analysis in terms of gathering the parts into categories.  
Throughout the process of researching new experiences, understandings and codes have con-
stantly occurred which means that the categories and their corresponding concepts have not 
been what can be described as static but something that have changed and evolved every time 
we have experienced something new and thereby every time we have moved our situation in 
relation to the hermeneutical circle (cf. chapter 2.3). But as the process of research have 
moved on it has become more clear which categories that have had the greatest relevance in 
relation to our problem formulation and therefore for this project report. This is where we part 
from the normal use of meaning coding since we do not let the empirical data lead our way of 
research (Kvale & Brinkmann, 2009: 202). Besides organizing our new understandings, the 
process of categorizing have also meant that we have been able to find links between the dif-
ferent categories and their contents. By that we mean that we have been able to analyze their 
relation to – and influence on each other. 
To sum up it can be said that the categorization process has been the process behind the final 
analysis that will be presented later (cf. part 5). The analysis is thus a result of both creative 
and structured thinking, both in terms of understanding relations in what the informants have 
expressed and in relation to understanding their horizon by shifting between different specific 
parts and the understanding of the whole. The notion of being creative must therefore not be 
misinterpreted as a non-scientific approach but rather as an attempt to fuse our horizon with 
the ones of the informants for thereby to gain a greater understanding of the multinational 
workplace. 
 
3.3 Ethical Considerations 
In relation to the fact that this project report partly is an empirical study it is important to have 
some ethical considerations. The discussion between what is beneficial to the science and 
what is ethically correct, is something that is difficult to find an answer to. Throughout time 
there have been some attempts to make more or less universal procedures that can be seen as 
laws about ethics in scientific work (Kvale & Brinkmann, 2009: 66). An example of this has 
been the utilitarianism, which argues that scientific ethics must be calculated in relation to the 
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greater sum of the happiness that it gives as many individuals as possible (Kvale & Brink-
mann, 2009: 66f). This may however cause problems for the informants in terms of publish-
ing some of their personal information on the background of the researchers opinion concern-
ing that it would benefit the field of investigation as a whole. This is therefore something that 
we do not subscribe to, and instead we have tried to describe the different things without men-
tioning anything that could give the informants away. The reason for this is that we, as men-
tioned in Introduction of Informants (cf. chapter 3.1.2), have promised the informants ano-
nymity. We have promised the informants anonymity because it may have helped them talk 
more freely as mentioned in Execution of the Interviews (cf. chapter 3.2.2), but the ethical 
thoughts behind this was that the informants should not be afraid of saying something that 
may bring them in a situation that could jeopardize their relation to the workplace.  
We have tried to deal with ethical questions or dilemmas when they have appeared before us 
but we have also tried to do ethical reflections before the meeting with the informants. These 
are reflections that have been made on the background of the reading of Kvale and Brink-
manns’ texts concerning ethical considerations (2009: 68ff). This concerns “informed con-
sent”, “confidentiality” and “the role of the researcher” (Kvale & Brinkmann, 2009: 70; 72; 
74).  
Regarding Informed Consent it can be said that we have tried to make it clear for the inform-
ants what the interviews will be used for and made certain that they accept the interview situa-
tion. Regarding Confidentiality it has already been described that the informants have been 
promised anonymity. But since this project will be available for the public it has been of big 
importance that we keep this in mind.  
Concerning the role of the researcher it has been important to us that we could gain an under-
standing of the informants but in a way where we do not ask questions that the informants 
might have been better off without having to reflect upon. By that we mean that we did not 
have the intention to shape a therapeutic relation to the informants. Instead we have tried to 
make a balance between understanding and keeping a distance to the field of investigation.  
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3.4 Quality Assessment 
This chapter will discuss our project report’s scientific quality in relation to the scientific cri-
teria of “validity” and “reliability” (Kvale & Brinkmann, 2009: 244). But since we are in-
spired by the philosophical hermeneutics in our way of working we will not assess the validi-
ty and reliability out from criteria that may be represented in other theories of science but in-
stead from the criteria present in the philosophical hermeneutics.  
 
3.4.1 Validity 
Within the philosophical hermeneutics there are three criteria related to the insurance of valid-
ity. The first is “that the researchers have to explicate their pre-understandings and thereby 
make themselves visible as subjects” (Fredslund, 2012: 96). The second is “that in the 
presentation of the research process, the researchers have to explicate, outline, and argue for 
every step of the research process” (Fredslund, 2012: 96). The third criterion is “that the re-
searchers have to discuss the interpretations transferability to other situations” (Fredslund, 
2012: 98).  
 
We have in this project report tried to explicate our pre-understandings in terms of the theo-
retical pre-understandings which will be thoroughly explained in the theory part (cf. part 4) 
and thereby show how we have perceived the field of interest before our meeting with it. To 
the second criterion it can be said that we have tried to explicate our concrete research process 
as detailed as possible in the aforementioned chapters of method (cf. part 3). It must be said 
that we have found it difficult to make a complete detailed description of how we have gained 
a fusion between the horizons but we have tried to make a description that gives the reader a 
fundamental chance of seeing how we have worked towards the conclusion that will be pre-
sented in the end of the project (cf. part 6). This thereby means that we have tried to make it 
possible for the reader of the project to fuse his or her horizon with the one presented in the 
project report in terms of the final conclusion.  
 
To the last criterion it must be understood that the conclusions of our project report will not 
be transferable to other situations. By that we mean that we in no way will be able to general-
ize the field as a whole from our conclusion. It has however neither been the intension with 
making this project report to try and make it in a nomothetic way where the researcher tries to 
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make general laws of the field of interest. Instead it must be understood that this project report 
is to be seen as an ideographic study that aims to go into detail and describe how a part of the 
field concretely is. By that we mean that we only look at a small part of the field of interest in 
terms of the three informants, but also go into depth with that small part. That also means that 
the conclusion will only be able to say something about how these three informants have ex-
perienced the field of interest.  
 
3.4.2 Reliability 
Reliability is often seen in regard to how another researcher should be able to conduct the 
same research and end out with the same conclusion (Fredslund, 2012: 95f). But since we in 
this project group have been in a specific situation, in a hermeneutical understanding, with our 
corresponding pre-understandings it would not be possible for another researcher to come to 
the very same conclusion since he or she would come from a different situation with corre-
sponding pre-understandings and thereby most likely come to a different conclusion 
(Fredslund, 2012: 96).  
 
We therefore dismiss this thought of reliability in this project group. Instead we have tried to 
secure what we call credibility by for example being more than one group member at the in-
terview situations. This has secured that there could be less misunderstandings while doing 
the interviews and in the later analysis of them (cf. part 5). Additionally, the thorough review 
of the methodological approach, which was also highlighted in the validity, together with the 
attached transcriptions of the interviews can be seen as documentation of the projects analysis 
and conclusion and thereby hopefully secure an understanding of our credibility in terms of a 
decent handling of the material.  
 
4. Theoretical Pre-understandings 
In this part, the theory briefly mentioned in the problem field (cf. chapter 1.2) will be elabo-
rated more thoroughly. We have handled this presentation as our theoretical pre-
understanding and have worked reflectively upon the given theories we are working with, 
which in turn means that no stone have been left unturned regarding both our primitive pre-
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understandings and the new theoretical pre-understandings we have acquired throughout this 
project when it comes to clarifying what each theoretical element have given this project. In 
very basic terms this means that our conceptual framework have been scrutinized in detail to 
give the best theoretical pre-understanding with which we have entered our field of interest. 
 
4.1 Geert Hofstede 
This chapter will have its main focus on Geert Hofstede (1980 & 2003) and studies that show, 
that diversity is ubiquitous and a widespread phenomenon in the majority of workplaces today 
and how this may or may not have consequences for the organizational culture.  
 
Alongside numerous different contributors’ studies, such as Geert Hofstede’s studies, whom 
will be the main focus later on in this chapter, Dean Tjosvold and Kwok Leung have collected 
a comprehensive amount of different studies on cross-cultural management – as is the name 
of their book (2003) – which in turn forms our first foundations of our theoretical pre-
understandings. 
 
“Recent studies […] suggest that diverse people do not simply act out their cultural values 
but continually adapt to each other” (Tjosvold & Leung, 2003: 5).  
 
Not only do Dean Tjosvold and Kwok Leung here show that cultural diversity is evident, they 
also show that people involved in cultural meetings always adapt to their surroundings – in-
cluding the surrounding people’s cultural values – as they act out their own cultural values. 
But as they use the word diverse, they openly suggest that these aforementioned people are 
not just of different national backgrounds, but different altogether, whether for example with-
in Belgian, Italian or Czech boundaries. Thus there exist cultural diversity within national 
boundaries, or what Hofstede terms as societies (Hofstede, 2003: 31). Thus, following Hof-
stede, diversity will undeniably be outspoken between different nationalities, which in turn 
gives us an advantage in relation to the problem definition, since it addresses the notion of a 
multinational workplace (cf. chapter 1.3). This would then mean that cultural values, which 
due to foregoing quote, are diverse within societal boundaries, but following Hofstede not as 
diverse as the differences that occur between societies (Hofstede, 2003: 31). Consequently we 
have cultural diversity as soon as we step into a multinational workplace.  
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As argued in the foregoing, we are now certain that cultural diversity will exist within our 
field of interest, as it is a multinational workplace (cf. chapter 3.1.1). This is because we now 
know that “[e]ach person is unique [and] each culture is distinct” (Tjosvold & Leung, 2003: 
8). With this being evident to – and accepted by us, we can now go on and show how we have 
formed our theoretical pre-understandings with which we have investigated our field of inter-
est in the following (cf. part 5). 
 
4.1.1 The Collective Mindset 
Hofstede (2003) defines culture as “the collective programming of the mind that distinguishes 
the members of one group or category of people from another” (Hofstede, 2003: 31). Now, 
the word programming may seem a very deterministic term, which is not the case, neither to 
us nor to Hofstede. Therefore the word programming should not be understood as a definite 
mechanical mindset where an adequate cause follows any human act, but it should rather be 
understood as a self-assured mindset. By this we mean that it is something each assertive per-
son possesses in order to comprehend impressions, especially from different personalities, in 
their everyday life situations. This can be seen in relation to the problem field, where culture 
was described as a foundation of social order in any social contexts that we as human beings 
are situated in (cf. chapter 1.2). 
The notion of social order also goes well with what Hofstede describes as values, which in 
turn, to Hofstede, are what forms cultures. Thus “[t]he core element in culture is formed by 
values [which are] broad tendencies to prefer certain states of affairs over others” (Hofstede, 
2003: 31). Again these are what form parts of the aforementioned quotation’s collective pro-
gramming, which from hereon out will be referred to as collective mindset in a specific socie-
ty (Hofstede, 2003: 31), since the word programming can be related to a rather deterministic 
notion, as mentioned. The values are invisible entities that exist within each individual and are 
only visible through their effects on individuals’ behavior. On the contrary of the values there 
are what Hofstede calls practices (Hofstede, 2003: 34). These can be purely social, purely 
technical or mixed, which means that they are made up continuously by people to fit in to cer-
tain surroundings. These are therefore more susceptible to change. These may be confused 
with values – which, as mentioned, are culturally bound – but are, on the contrary to values as 
mentioned, easy to change. This is because they are situationally shaped much more than val-
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ues, which are shaped early in our lives, through family, school and peers (Hofstede, 2003: 
34ff). 
 
4.1.2 National Cultural Values 
Hofstede has, through comprehensive field studies in numerous different societies, found that 
“[c]ultural values differ among societies, but within a society they are remarkably stable” 
(Hofstede, 2003: 31). To clarify, this is in terms of working situations and the respective soci-
eties are reflected in the workplace of which Hofstede has made his studies. So when he 
claims that cultural values differ from society to society, through saying that management 
processes differ – since these are embedded in culture – it is because, in comparison to other 
societies, he has seen that within each society cultural values show strong continuity (Hof-
stede, 2003: 31). 
In the beginning of this part we argued through Tjosvold and Leung that differences do occur 
within societies because we know that no two people are completely alike. This is because 
cultural values can differ within one society. But when it comes to comparing different socie-
ties’ national cultural values, as Hofstede puts it, one societies’ cultural values act very much 
alike. Since our study, alongside Hofstede’s, takes place within a multinational workplace, it 
will be fair to say that it is when compared to other nationalities, people really differ in terms 
of their national cultural values and this is, as argued above, where we really find the interest-
ing affairs of adaption, acting and communication when studying cultural encounters at a 
workplace. This is because the respective practices of an individual are susceptible to change, 
since they are created momentarily in the here and now (Hofstede, 2003: 34ff). So to specify, 
differences in cultural values do occur within societies but when national cultural values meet 
other cultural values of other nationalities, the differences within one society tend to seem 
small and insignificant when compared to the other cultural values within other nationalities 
(Hofstede, 2003: 31). This is where we come to talk of national cultural values and not only 
cultural values. To exemplify this argument, a northern German and a southern German have 
different cultural values simply because they are two different personalities, but of course also 
based on the geographical distance. But when confronted with a Japanese for example, the 
two Germans’ national cultural values are, to use Hofstede’s terms, “remarkably stable” 
(Hofstede, 2003: 31) in comparison to the Japanese’s national cultural values. 
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Placing this specifically within a workplace situation, this means, as Hofstede also notes, that 
“businesses have home countries” (Hofstede, 2003: 38) since the respective organizations, 
within which Hofstede has done his research, reflect on the respective society in which they 
are situated. This means that these home countries stand for the values that are essential for 
organizations efficiency and corporate identity (Hofstede, 2003: 38). Hofstede goes on to state 
that the values of where the organization has originated “will not be shared equally with their 
employees […] from other national origins” (Hofstede, 2003: 38), and this evidently refers 
back to the notion of values and practices, because the practices are what respective workers 
in a multinational organization have in common, and not so often the values (Hofstede, 2003: 
38). A very interesting thing that Hofstede has found about the varying national cultural val-
ues are “the principle of moderation: seeking a middle way” (Hofstede, 2003: 38). This is in-
teresting because this principle is the only value he has found to be more or less universal, 
which makes it apparent that everybody can, more or less, relate to the notion of compromise.  
 
4.1.3 Hofstede’s Dimensions 
Hofstede has through his studies on work-related national cultural differences found four di-
mensions that differ from society to society. These are respectively the dimensions “individu-
alism”, which is based on how individuals relate to the collectivity, which prevails in a given 
society (Hofstede, 1980: 213). This is also the dimension on which we will have our main fo-
cus alongside the dimension “power distance” in relation to Hofstede. The basic issue of the 
dimension power distance is inequality within a society, which to specify is within what Hof-
stede found to be prestige, wealth and power (Hofstede, 1980: 92). The next dimension is 
called “uncertainty avoidance”, which is the avoidance of the uncertain future through what 
Hofstede has found to be technology, rules and rituals within the workplace. These are, of 
course, reflected by the respective societies’ view towards technology, laws and religion 
(Hofstede, 1980: 153). It implies the need for structure and the feeling that “what is different, 
is dangerous” the stronger the uncertainty avoidance (Hofstede, 2003: 38). What Hofstede 
terms as Weak Uncertainty Avoidance is the ordinary citizens’ ability to influence their au-
thorities and the Strong Uncertainty Avoidance means that decisions should be left to experts 
(Hofstede, 2003: 38). The last dimension is the dimension “masculinity”, which distinguish 
between societies that focus on success, performance and material wealth – more masculine 
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societies – and societies that focus on quality of life – more feminine societies (Hofstede, 
2003: 37). 
 
In a society where the norm is either individualist or collectivist, the members of that society 
will undeniably be strongly affected to either side depending on the norm. This will in turn 
affect the relationship between a person and the organization to which the person belongs 
(Hofstede, 1980: 217). The level of individualism or collectivism in a society will again affect 
the organization’s members’ reasons to comply with the organization’s requirements (Hof-
stede, 1980: 218). Following Etzioni in Hofstede (1980) this means that “we can assume more 
“moral” involvement with the organization where collectivist values prevail, and more “cal-
culative” involvement where individualist values prevail” (Etzioni, 1975 in Hofstede, 1980: 
218). A calculative involvement happens in larger organizations, which suggest that there is a 
“positive correlation between organization size and individualism” (Hofstede, 1980: 218). Of 
course the degree of individualism in an organization depends on many other entities aside 
from the societal norm. By this is meant that it is not only the individualist society that deter-
mines whether a workplace becomes individualist or not, but it is also the level of the respec-
tive employees’ educations and the organization’s own history as well (Hofstede, 1980: 218). 
In general terms, Hofstede has found that wealth and individualism are positively correlated. 
The more wealthy a society becomes the more it has a tendency to turn towards individualist 
norms (Hofstede, 1980: 217ff, 231). 
 
4.1.4 Denmark’s Normative Placement 
Hofstede has in numerous comparative quantitative field studies based on wealth, latitude, 
and organization size found that Denmark is rated as a rather individualist society on the list 
of most individualist societies compared to an opposing society, such as Portugal which is a 
more collectivist society (Hofstede, 1980: 222f). Thus Hofstede has found that in terms of lat-
itude, the colder northern countries tended to be more individualist (Hofstede, 1980: 231). 
Hofstede’s statistical analysis of his studies has shown a correlation between the dimensions 
individualism and power distance as a negative one (Hofstede, 1980: 221). This means that an 
individualist society in most cases also is a society that is low on power distance. A low pow-
er distance in a society relates to a rather horizontal distribution of powers between employees 
within an organization and hence a low rate of inequality between these employees as well 
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(Hofstede, 1980: 221ff). Hofstede has found that “[p]ower distance refers to emotional de-
pendence on more powerful people: individualism to emotional (in)dependence on groups, 
organizations, or other collectivities” (Hofstede, 1980: 221). This shows us that people with-
in a society such as the Danish, in work-related situations, are rather independent from more 
powerful people. Upon that, this shows us that it is not frowned upon for an employee to ne-
gotiate with his or her employer. This is of course because the power distance in the Danish 
society is so low and that is, as we have seen, reflected on the workplaces. In turn this means 
that an individualist norm follows in its footsteps. This is because the individual is more trust-
ed, both by him or her self and by managers and/or employers and does not in the same sense 
as in a collectivistic society need to respond to higher powers. It is okay in an individualist 
society to be one’s own master one might say. It is interesting to see how Hofstede has put the 
prefix ‘in’ inside parenthesis in front of the word “dependence”. This must mean that even 
though individualists are independent from their peers, and in terms are their own masters, 
they are still somewhat emotionally dependent on groups or employers whether at the work-
place while working or outside of work. This is a tendency Hofstede has found throughout the 
individualist societies in which his studies have been conducted (Hofstede, 1980: 221ff). But 
it is not as outspoken as it is in a collectivist society. Here Hofstede found that the people of 
the collectivist cultures were more sensitive to the social pressure (Hofstede, 1980: 224), thus 
the pressure from not being able to live up to certain standards. This could in turn have some-
thing to do with uncertainty referring back to the trust between employer and employee but 
also to the fact that Hofstede has found a positive correlation between high individualism and 
the number of years of formal education (Hofstede, 1980: 221), thus enabling the people of a 
such society to act more critically towards authorities and to ask more questions because 
“higher-educated occupations tend to show less rule orientation” (Hofstede, 1980: 165). This 
is thus a reference to the weak uncertainty avoidance that occurs in the Danish society as it is 
reflected in the organizations located in Denmark (Hofstede, 1980: 165). As mentioned above 
a weak uncertainty avoidance means that an employee has the ability to influence his or her 
authority. 
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In an interesting addition to this, Hofstede has found seven points – of which we are going to 
list four – that exceedingly separate the individualist societies from the collectivist societies.  
 
“(1) Staying with one company is not desirable […], and the better managers in a 
company are not those that have been in the company the longest time […] 
(3)  A corporation is not responsible for its employees […] 
(6) Decisions made by individuals are usually of higher quality than decisions made 
by groups […] 
(7) [T]he importance of working in a successful company”  
(Hofstede, 1980: 224).  
 
To the first two points Hofstede notes that they confirm an individual’s lesser dependency on 
the organization in more individualist cultures (Hofstede, 1980: 224). This elucidates a state 
of mind, a culture, with values that are either in a state of change because of growing wealth 
or a culture that is predominantly based on practices rather than values (Hofstede, 1980: 
231ff). 
An interesting rather contradictory element Hofstede has found regarding point (6) is that 
“managers endorse “modern” points of view on stimulating employee initiative and group 
activity” (Hofstede, 1980: 230). But individual decisions are still considered better than group 
decisions in highly individualist societies because “individual initiative is socially encour-
aged” (Hofstede, 1980: 231). As it is also shown in point (6) the individual decisions are of 
higher quality mainly because they are more ideologically appealing in the more individualist 
cultures (Hofstede, 1980: 225), and thereof comes the social encouragement as well. The 
point (7) is not necessarily characteristic for a highly individualist society but gives a good 
sense of the individual’s aims towards succeeding with or without its peers, which obviously 
refers to the factum of Hofstede’s point, that individualist societies tend to go their own ways 
without minding others (Hofstede, 1980: 227). This is also associated with hedonism, because 
the notion of success encompasses the notion of freedom. Hedonism here is understood as 
pleasure and security (Hofstede, 1980: 227), and furthermore this is associated with the mas-
culinity dimension – such as recognition, advancement and use of skills – and additionally 
this is associated with assertiveness in terms of independence and self-realization for example 
(Hofstede, 1980: 227).  
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4.1.5 Balancing Power Distance and Individualism 
Hofstede pinpoints aforementioned dimensions’ reliance on political systems through Bétielle 
who “stresses the correspondence, both historical and geographical, among political democ-
racy, capitalism, competition, and individualism. The capitalist market fosters individualism 
and in turn depends on it” (Bétielle, 1977 in Hofstede, 1980: 233). In addition to this Hof-
stede states that the dimension power distance in individualist societies – for example in 
Denmark as argued in the foregoing chapters – is related to a balanced power in political sys-
tems since 1950 (Hofstede, 1980: 149; 233), which means that the Danish society has a low 
power distance. Still further Hofstede finds that a balanced power in political systems is even 
closer associated with the individualist dimension (Hofstede, 1980: 233).  
Furthermore Hofstede has found that individualism is strongly related to the importance of 
having personal time by having “a job that leaves you sufficient time for personal or family 
life” (Hofstede, 1980: 220). Opposite to this Hofstede found that individualism would be very 
negatively related to the word training and having opportunities for training (Hofstede, 1980: 
220). 
As a final addition Hofstede claims that a wealthy society – in terms of economy – is correlat-
ed with balanced power, by which he means political stability (Hofstede, 1980: 234). He 
claims that the development of the middle class is likely to be associated with individualism 
since individualist values tend to be very much alike the values of the middle class. Thus the 
development is even more closely related conceptually to the individualist dimension than a 
low power distance dimension is (Hofstede, 1980: 234).  
 
4.1.6 Summary 
In the above we have stated through Dean Tjosvold and Kwok Leung that people first of all 
are different and that they adapt to other people as they act culturally. This is in terms of what 
we found about practices versus values through Geert Hofstede. Here we found that practices 
are momentarily made up to adapt to certain surroundings and we found that values are creat-
ed in the very first stages of life and thus are relatively unchangeable. Through Hofstede we 
have found that culture is a mindset that distinguish people of one group from people of other 
groups. To this we have then added through Hofstede, that within societies there exist differ-
ent cultural values, but different societies have different national cultural values and we have 
seen that values in turn form cultures. We have found through Hofstede that these values are 
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reflected within the workplace, which means that an organization reflects the national cultural 
values of the respective society it is situated in. We have found through Hofstede that the or-
ganization’s employees from other societies in turn may not share these values equally. Final-
ly we found through Hofstede that everybody more or less can relate to the value of compro-
mise; finding a middle-way. 
Furthermore we have presented Hofstede’s four normative dimensions under which we have, 
with Hofstede, argued that Denmark can be seen as a rather individualist society with a low 
power distance, a weak uncertainty avoidance and predominantly masculine norms. Under the 
individualist dimension we have through Hofstede found that Denmark should be normatively 
placed as a more calculative than moral society, but that this is also very dependent on the 
given organization. We have found through Hofstede that individuals within individualist the 
Danish society should be less sensitive to social pressure but that individuals are encouraged 
by groups – or peers – to act and make decisions individually. On top of this we have also 
found through Hofstede that Denmark is less rule-oriented but very hedonistically oriented in 
terms of the masculinity dimension. Last but not least we found through Hofstede that Den-
mark is a well-educated and wealthy society as well as it has a balanced power, meaning a 
stable political system that gives the Danish society and culture the possibility to be individu-
alist and to develop through individualist norms. 
 
4.2 Edgar Schein 
As introduced in the Motivation (cf. chapter 1.1) the second theoretician whose works we 
have chosen to work with is Edgar Schein (2010). The reason for choosing Schein for this 
given project report is because he sees culture as a concept that helps to explain the situations 
of misunderstandings in an organization.  
 
4.2.1 Definition of Culture  
In order to talk about organizational culture, it is essential to see how Schein explains the 
concept of culture in the first place. Culture is by Schein perceived to be a knot that ties to-
gether the “rituals”, “climates”, “values” and “behavior regulations” (Schein, 2010: 17). 
These entities will be explained further during this chapter. Members within a certain group 
have developed, or gotten accustomed to, some certain shared practices that influence their 
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behavior through the shared norms, whether individualist or collectivist (Schein, 2010: 3). 
Schein uses the term “basic assumptions” instead of “basic values” as he perceives basic 
values as something that are negotiable, whereas assumptions are something that are certain 
and taken-for-granted (Schein, 2010: 23). But altogether the notion that culture influence in-
dividuals in regard to acting can be seen as rather similar to what has been argued in both the 
chapter of Hofstede and the problem field (cf. chapter 4.1 & 1.2). 
To Schein culture is not something that is stable, rather it is under a constant change, influ-
enced and shaped by the other members inside and outside a group. Thus, culture is not only 
something that is around us, but it is also inside us. By understanding culture, one does not 
only understand other people, but also learns about one self’s behavior and personality 
(Schein, 2010: 9).  
Though to Schein culture itself is not considered something that is stable, it does provide sta-
bility to members of groups. Culture offers the individual a way he or she is supposed to 
“perceive, feel and act in a given society, organization and/or occupation” (Schein, 2010: 3). 
It follows then, that it is influenced and grounded upon our socialization experience and our 
background. In a group, when ways of doing things have been established and proven to be 
efficient, they reduce the uncertainty in critical areas of the group’s functioning (Schein, 
2010: 26). Thus, the common practices that have been embedded in the group by the members 
provide comfort and stability for them.  
To make culture a bit clearer and if possible, easier to decipher, Schein has divided the obser-
vation of culture into some categories, of which we will be discussing macrocultures, subcul-
tures, and organizational cultures (Schein, 2010: 3). 
 
4.2.2 Macrocultures 
In order to understand what goes on in the organization and what norms and values have been 
embedded, it is important to look at the organization’s macroculture. Under the category of 
macroculture the concepts of nations, ethnic and religious groups are taken into consideration, 
which in turn creates a certain role for the leader as will be seen in the coming. Moreover, the 
occupations that exist globally are considered under this category as well (Schein, 2010: 3). 
As this category takes national and regional culture into account, the culture inside the organ-
ization can be a reflection from that (Schein, 2010: 55). Accordingly, culture in the organiza-
tion might thus not only be influenced by the leadership but it can also be dependent on the 
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location where the organization is situated, also as argued earlier in the chapter of Hofstede 
(cf. chapter 4.1.2).  
 
4.2.3 Subcultures 
Schein divides the category of subcultures into two: the operator subculture and the engineer-
ing/design subculture. The latter focuses on the design of new structures and products in order 
to improve the organization’s work (Schein, 2010: 61). The operator subculture is based on 
human interactions. Therefore this subculture is the one upon which we will have our focus, 
since our main interest lies within human interactions, or, as stated in the motivation, interper-
sonal interactions (cf. chapter 1.1). The most important values within the operator subculture 
are to Schein considered to be communication, trust, and teamwork in order to get the work 
done in the best possible way (Schein, 2010: 57). Those are the basic assumptions that have 
developed in the subcultures. They are based on “common education, work experience, and 
job requirements” (Schein, 2010: 61). The members of the same subcultures have acquired 
the same pattern of thoughts grounded on their similar backgrounds and experiences and thus 
they have similar solutions to problems. Furthermore, the basic assumptions surfaces when 
dealing with a common task and thus, developing a similar working/organizational experience 
(Schein, 2010: 57). Schein argues that even though the shared assumptions originate from the 
same educational and occupational backgrounds, the situations are never exactly the same. 
This is also what Hofstede argues as being values (cf. chapter 4.1.1). Consequently, to get the 
work done effectively, it can occur that what was the best solution for one problem, might not 
be the best solution for another one (Schein, 2010: 57). The operators, which should be under-
stood as the producing entity of an organization, who belong to this subculture, take the basic 
assumptions into consideration, but as the context and situations are never entirely the same, 
they need to learn how to stray from the formal procedures in order to find out the best solu-
tion for a given problem (Schein, 2010: 57).   
 
4.2.4 Organizational Culture 
As mentioned in the Hofstede chapter (cf. chapter 4.1.5), Hofstede’s notion of collective 
mindsets was briefly discussed. On a similar note Schein mentions the shared mental frames 
in which the members of a group work together and create shared meanings, in order to make 
sense of their work and understand each other (Schein, 2010: 17). The crucial point here is 
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that it all starts to develop from the shared learning experience, which in turn leads to the 
shared basic assumptions. The upshot of all this is that culture is highly influenced by “social 
learning” (Schein, 2010: 17). Therefore, Schein points out the notion that there has to be 
some sort of learning in order to get accustomed to, and be part of the culture (Schein, 2010: 
18). It is therefore important for the member to understand the culture of the group, so that the 
misunderstandings can be limited as much as possible (Schein, 2010: 21).  
According to both Schein and Hofstede the culture of an organization is highly dependent on 
the manager or the leader as he or she is the one who is making a suggestion as to what should 
be the common norms, values and practices in the organization (Schein, 2010: 13 & Hofstede, 
1980: 218). Though it depends on the members of the organization whether or not they will 
be embedded to the organization’s culture, as aforementioned, suggestions need to be proven 
as efficient solutions, approaches and ideas (Schein, 2010: 3). Hence, the culture of the organ-
ization is highly intertwined with the leadership. Schein claims that as globalization and in-
formation technology is creating a new set of cultural challenges there is a need for the lead-
ers to become learners and cultural managers, now more than ever (Schein, 2010: 363ff). 
Thereby, there is a new kind of organization that has to be thought as work units such as mul-
ticultural work forces that will require a different kind of cultural management. In other 
words, as the world is becoming more multicultural due to globalization, a loosening of or-
ganizational boundaries is one of the many consequences. From an organizational point of 
view this derives from a need to provide new concepts and tools that will show leaders how to 
approach possible cultural problems (Schein, 2010: 364). 
Furthermore Schein states that having a concrete occupation is not simply about learning the 
technical skills required for the job, but it is also getting accustomed to the values and norms 
that are common for the given occupation (Schein, 2010: 8). Thus, it is difficult to explicitly 
define organizational culture as it is divided into smaller subcultures. 
 
4.2.5 The Three Levels When Observing Culture  
Schein states that within culture there exists a level of unconsciousness (Schein, 2010: 14). 
There is not always an explanation to one’s behavior as one is not able to see all the layers 
that lie behind the final outcome, and the final outcome, that is obvious to other members, is 
behavior (Schein, 2010: 14). Culture can be seen as a guide and constraint to understand the 
behavior of members of a group, as they share basic assumptions, accepted by everyone in the 
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group (Schein, 2010: 14). According to Schein, members of a group always share a culture, 
which comes from having the same basic assumptions. A person coming from the outside is 
not able to make sense of – or understand what lies behind the basic assumptions, as he or she 
has different previous experiences either in learning, socializing, or yet a third (Schein, 2010: 
17). Thus, in order to understand the meaning of one group’s basic assumptions, and thus the 
meaning of the group’s shared culture, one needs to observe the culture thoroughly (Schein, 
2010: 19). But in order to observe a culture, it is needed to explain three levels that help un-
derstand a culture of a group or an organization. Schein defines three different levels: “arti-
facts”, “espoused beliefs and values”, and the underlying “basic assumptions” (Schein, 
2010: 23).  
 
Artifacts 
According to Schein, the first thing one experiences when coming across a new unknown cul-
ture is the first hand impressions one is getting from it. It is all the characteristics of one cul-
ture that are visible to the eye and easily observable (Schein, 2010: 20). Thus, artifacts take 
one’s own reactions into account – how we feel about this unfamiliar culture, how we per-
ceive it and what we have heard about it. To give an example of apparent features, we can ob-
serve the language that is being used between the members of a group (Schein, 2010: 23). 
Schein perceives language as a source to create meaning in one’s everyday life and claims 
that it becomes a crucial characteristic that symbolizes the group and the members in the 
group (Schein, 2010: 3). Besides observing the language, it is necessary to also investigate the 
climate, which is the atmosphere that has been created in the organization, which is relatively 
easy to investigate for the outsider (Schein, 2010: 24). A few visible behavioral regularities 
that can be observed are the way the members of one group interact with each other, how they 
welcome visitors and thus, people from outside the group and how they greet each other 
(Schein, 2010: 25).  
Artifacts are easy to detect but it is rather challenging to truly understand what lies behind the 
common practices and working structures (Schein, 2010: 24). In this project we will take into 
account that it is not possible to understand the meaning of one group’s culture by simply ob-
serving the visual aspects. Nevertheless, in order to dig down into understanding one group’s 
culture, it is inevitable to start out by the visual aspects. That is, we will seek out our inform-
ants’ first impressions in order to understand them better. Through analyzing the climate of 
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the organization – the common system of communication or speaking the same language and 
the interaction between the members – we would be able to gain an insight in the artifacts and 
through that, we would be able to get closer to the concept of the given organizational culture 
by unwrapping it layer by layer (Schein, 2010: 24).  
 
Espoused values and beliefs 
Espoused values and beliefs are reflecting the commonly held ideals, goals and values be-
tween the members of one group, which is thereby one level deeper into the culture (Schein, 
2010: 24). Within this category the working structure and practices are also found, which are 
taken into the group and are believed to be the most efficient ways of working (Schein, 2010: 
25). Here again, the working methods and structures are easily observable, but it is not always 
as easy to understand the meaning behind those activities, which can be seen in relation to 
what was discussed in an earlier chapter of The Understanding of Others (cf. chapter 2.4). 
Schein follows this idea in relation to what might seem to be common and taken-for-granted 
by one individual might be incomprehensible to others (Schein, 2010: 25). It is highly de-
pendent on the individual’s previous experience upon which he or she is grounding his or her 
understanding of values and beliefs. The members of a group bring their previous experiences 
to the new group and therefore, new values and beliefs are being constructed (Schein, 2010: 
26). Usually the values and beliefs develop from when a group is facing a problem and thus 
when a member of a group proposes a solution in terms of what he or she perceives as the 
best approach to the problem in question (Schein, 2010: 26). Whether or not it develops into 
shared values and beliefs in the group is dependent on whether or not the solution turns out to 
be effective and provides the results that was expected (Schein, 2010: 25). Therefore values 
and beliefs that are accepted and acknowledged by the other members, which turn out to be 
efficient and helpful with the group’s functioning, provide meaning to the members and they 
are turned into basic assumptions (Schein, 2010: 26). 
 
Basic assumptions 
The basic assumptions deal with how we “perceive, think about, and feel about things” 
(Schein, 2010: 20). Basic assumptions are drawn from the values and beliefs that have turned 
out to work repeatedly. Those assumptions can be seen as taken-for-granted as the members 
no longer think about them whether or not there could be better solutions (Schein, 2010: 20). 
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This is because some espoused values and beliefs are deeply embedded in their working struc-
ture and practices and thus have developed into basic assumptions. As they are so deeply im-
plemented, they are rather difficult to change (Schein, 2010: 18). Thus when observing a 
group, it can be seen that the members share various behavior regularities (Schein, 2010: 20).  
 
As mentioned earlier, there is a degree of unconsciousness in the concept of culture. Schein 
perceives the basic assumptions as the essence of culture and seeing that, assumptions can be 
looked at as something that is in our unconscious and that is part of our everyday lives with-
out giving it another thought (Schein, 2010: 29). To elaborate, people are not always aware of 
their own basic assumptions, but when meeting with other people with the purpose of collabo-
rating, those basic assumptions become visible when individuals’ do not share the same basic 
assumptions (Schein, 2010: 29). One derives from one’s past experiences, for example, how 
one has dealt with problems previously and what have occurred to be the ‘best’ solutions. One 
has the assumption that certain things should be dealt with in a specific way, or that people 
interact with each other in specific ways (Schein, 2010: 29). If one is expecting certain people 
to do things in a certain way and they have different basic assumptions than oneself, misun-
derstandings might occur as the outcome may not turn out as expected (Schein, 2010: 30). As 
culture is supposed to provide stability to the member, the misunderstandings might have a 
negative effect and the individual is not able to share the same culture, because the essence of 
the culture – the basic assumptions – differ from the other members (Schein, 2010: 30).  
On a different note, the people who share the same set of basic assumptions, are easy to work 
with as they understand the attention and reason behind others’ actions and misunderstandings 
are less prone to occur (Schein, 2010: 29). In other words, a person coming from outside to 
the group might find it difficult to adapt to the culture of the group as the basic assumptions 
are not visible to the eye and not always something that one can explicitly pinpoint (Schein, 
2010: 29). It is possible to understand the basic assumptions when thoroughly observing, as 
well as taking part in, the implications of the previously mentioned two layers in order to get 
into the basic assumptions on which the group is based (Schein, 2010: 42). 
According to Schein, individuals will bring their own cultural learning from previous experi-
ences into the new group (Schein, 2010: 32). As the new group develops its own structures, 
the assumptions brought in will be modified into basic assumptions of the group, or new basic 
assumptions will be developed (Schein, 2010: 32). Even if a member did not share the same 
basic assumptions beforehand, Schein argues that eventually he or she will accustom his or 
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her behavior regularities and adapt to those respective basic assumptions in order to avoid 
misunderstandings and to make the collaboration more efficient in terms of avoiding conflicts 
(Schein, 2010: 32). The connection between those new assumptions is seen as a mutual 
ground for developing their own shared culture within one specific group (Schein, 2010: 33). 
Schein claims that members are able to adapt to the new assumptions by putting their own 
assumptions aside (Schein, 2010: 28), but referring back to the part Scientific Awareness (cf. 
part 2) one’s previous experiences, and thereby pre-understandings, will always influence 
one, since it is through these that one understands new phenomena.  
In contrast, the mutual ground for developing a shared culture can be seen as a situation 
where fusions of horizons can occur in reference to the chapter Gadamer and Philosophical 
Hermeneutics (cf. chapter 2.2). 
 
4.2.6 Category systems 
Within any context, whether it concerns the individual itself or the individual interacting in a 
group with other individuals, a search for stability and meaning is one of the first things peo-
ple start looking for (Schein, 2010: 93). In order to feel this stability and to feel safe in the 
given cultural settings, category systems need to be created according to Schein (Schein, 
2010: 93). These systems he calls meaning system and language system (Schein, 2010: 94).  
 
Meaning Systems 
As mentioned earlier (cf. chapter 4.2.4) organizations are becoming more and more global-
ized and multinational (Schein, 2010: 363) and with this development the possibility of the 
occurrence of clashes caused by the cultural diversity are increasing (Schein, 2010: 364). 
Therefore, it is very important according to Schein, for the leaders to observe and explore the-
se clashes and set up rules and meaning systems for the organization to aim for better under-
standings and consensus within the groups (Schein, 2010: 110).  
When people get together in a group, they, by collaboration, try to create what Schein refers 
to as a shared meaning system, to reach a common goal or product for their organization 
(Schein, 2010: 107). This meaning system consists of a social order that allows the group 
members to predict a social behavior and understand each other better in terms of their activi-
ties in the organization (Schein, 2010: 107). In spite of the fact that we in this project group 
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argue that people can never reach a complete shared system of meaning, because individuals 
are too complex and diverse to reach such a goal, we still see the point of Schein’s idea be-
hind these meaning systems. According to Schein a group needs an authority to set some val-
ues, norms, rules, and goals in order to structure this meaning system (Schein, 2010: 107). In 
order to do so, the authority, in terms of a leader, must develop a consensus on what is de-
fined as a reward or a punishment so that it becomes ‘controlled’, and there would not be any 
obvious reasons for misunderstandings (Schein, 2010: 107). It is also important that the group 
is collaborating with the leader to develop assumptions about what is a reward and what is a 
punishment so the members in the group are all able to decipher how they are feeling and how 
it is going on a more professional level (Schein, 2010: 108). So in order to understand a 
group’s culture, it is important to understand its basic assumptions, which is as mentioned 
where the essence of culture lies (cf. chapter 4.2.5). People involved in the group need to un-
derstand the learning process from which such basic assumptions evolve (Schein, 2010: 33). 
The meaning system also functions as determination of how people within the group should 
and should not interact with each other and handle anxieties, in terms of a set of rules that the 
leader or authority decides (Schein, 2010: 29).  
Any group needs to learn how to become a group, it is not automatically coming to people 
how to create an environment and a culture that everybody understands and interacts within, 
because every individual and every culture is complex and will always be multidimensional 
as well (Schein, 2010: 73). When creating a meaning system for a group of people the group 
must firstly develop a common language and what Schein describes as a category system that 
helps defining determined expressions and their meanings (Schein, 2010: 112). The group 
members also need to develop a consensus on how to distribute influence and power in a way 
that aggression can be constructively controlled (Schein, 2010: 112). Every group also have to 
decide on determining rules to define the relationships and intimacy between colleagues be-
cause good colleague relationships are important to perform in a task (Schein, 2010: 112). All 
these issues are important for the group’s development in order to be able to collaborate with-
in the same organizational culture. These systems are important in cooperation with the or-
ganization’s assumptions about its own missions, goals, meanings and results (Schein, 2010: 
113).  
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Language Systems 
The first thing to realize when meeting a new culture is the language that is used to articulate 
and express the given culture (Schein, 2010: 33). This is of course also concerning when a 
group is being established. Because the individuals in a group need to build up a common sys-
tem of communication with each other in terms of the way they use the language that they 
speak, in order to avoid misunderstandings that can lead to problematic imperfections or con-
flicts between the different group members. Therefore, to permit creating common goals a 
language system is created, or at least should be created according to Schein (Schein, 2010: 
93). Thus, a system of communication, in terms of language, is necessary in order to avoid 
misunderstandings between the individuals in the group, because people cannot tolerate too 
much uncertainty about what is happening around them (Schein, 2010: 94). Therefore, they 
build up meanings within the language that they divide into categories, also to filter and pro-
cess things that are not important in order to accomplish tasks (Schein, 2010: 94). This helps 
the individuals to avoid too much of a feeling of uncertainty. Thus group members also need 
to get to know each other in order to “speak the same language” (Schein, 2010: 96). This 
Schein describes as the group members’ “semantic space” (Schein, 2010: 96). Speaking the 
same language such as English is not enough because they need to decide on determining 
meanings about expressions on what is good and what is bad for example, and what is consid-
ered high quality (Schein, 2010: 94). Schein mentions that there is a certain pattern of thought 
that the members of one group have in common and thus, it is easier for them to predict future 
behavior (Schein, 2010: 26). It also allows one to understand the meanings behind some arti-
facts and espoused beliefs (Schein, 2010: 27). If group members do not use the same category 
system to explain themselves, communication breakdowns may occur and that leads to clash-
es within the group, which in the end means a lack of concentration and accomplishment on 
their final product (Schein, 2010: 96).  
Cultural clashes often happen when new employees come to the work place or organization, 
when they all come from different subcultures and need to establish a common meaning sys-
tem and sometimes even a new language if they are from different nations and thus, different 
macrocultures (Schein, 2010: 97). And when people from the beginning do not share the same 
macrocultures, and thereby do not share meaning systems between colleagues in the organiza-
tion, it is the leader’s role to pay more attention to the new members in order to involve them 
in the common language or category system (Schein, 2010: 97 & cf. chapter 4.2.2).  
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4.2.7 Learning Leadership in Culture Creation 
In a world that is becoming more turbulent one is, according to Schein, required to be perpet-
ual learners in order to be prepared for what tomorrow might bring, therefore a commitment 
to learning is necessary (Schein, 2010: 366). In this context Schein refers to a “learning cul-
ture”, which he describes as a learning of the external environment, but also learning about 
internal relationships and how organizations adapt to the external changes (Schein, 2010: 
366). Further on, Schein discusses that the only way to build a learning culture that continues 
to learn in a turbulent world is for the leaders themselves to realize that there is much that 
they do not know and therefore they must teach others to accept that there is much that they 
do not know (Schein, 2009: 368). Therefore, according to Schein, the learning leader should 
spend time outside his or her organization, because the more turbulent the external environ-
ment, the more turbulent the organization will inevitably become. Thus by spending time out-
side the organization the learning leader can enable him– or herself to cope with unpredictable 
events (Schein, 2010: 370). Hence, the learning leader is required to encourage diversity and 
spread the assumption that diversity is desirable. For diversity to be a resource, it is important 
that individuals in a multinational task group must be connected and must cherish each other 
enough to learn something of each other’s cultures and languages. As Schein claims, the main 
task of the learning leader is to guarantee good cross-national communication and understand-
ing (Schein, 2010: 370).  
Culture influences the strategies, structures, procedures and the way in which group members 
will relate to each other (Schein, 2010: 375). Hence, culture becomes a powerful influence on 
the member’s way of thinking and feeling and these predispositions will influence the behav-
ior of the members of the group. As Schein states, the learning leader, in order to fulfill his 
role, needs to be able to perceive problems when they occur and have an insight into the given 
organizational culture (Schein, 2010: 375). The leader’s insight into culture would give him 
or her the objectivity relative to members in groups as well as the organization, which is re-
quired for his or her role (Schein, 2010: 376). Such objectivity would, according to Schein, 
provide him an insight into culture as a result of spending portions of their careers abroad 
(Schein, 2010: 369). This would obviously allow the leader to achieve a new understanding 
about various cultures by comparing and contrasting different cultures.  
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4.2.8 Internal Integration  
In accordance to individual versus group, Schein describes that there, to some extent, is a 
need for the individual to establish him– or herself within the group in order to create internal 
relationships. Upon this Schein describes how to manage these relationships (Schein, 2010: 
93). According to Schein, relationships in a group occur when the group encounters problems 
between each other at the same time as they accomplish a task through teamwork (Schein, 
2010: 93). Thus, it is in problematized situations that certain group cultures occur (Schein, 
2010: 93).  
As a new member in a group, there are certain establishments and introductions that will be 
necessary in order to make the new member fit in (Schein, 2010: 19). Artifacts and espoused 
values and beliefs are elements in the organizational culture, which already established mem-
bers of a group need to pass on to the new members of the team they are working in (Schein, 
2010: 19). However, the essence of a culture will not be revealed by the rules of behavior 
taught to newcomers, which means that new members of a group also need to put in an effort 
to learn about the basic assumptions, as well as the artifacts and espoused values and beliefs 
(Schein, 2010: 19). New members therefore need to gain a permanent status in order to be al-
lowed to the inner circles of the group where the group’s secrets are shared, so to speak 
(Schein, 2010: 19). A new member can discover the basic assumptions with a helping hand 
from the category systems, which the leaders must set up for its employees (Schein, 2010: 
19). The category systems, such as the meaning system and language system, are therefore 
necessary and important for an as fair as possible compromise to be established and work out 
in the group (Schein, 2010: 18). 
Schein introduces, through Early and Ang, Thomas and Inkson, the term “cultural intelli-
gence” to describe how to successfully overcome possible multicultural issues (Schein, 2010: 
387f). This term implies four necessary capacities in order to work well together with others 
from other cultures. The four capacities are as follows: 
 
“(1) actual knowledge of some of the essentials of the other cultures involved, 
(2) cultural sensitivity or mindfulness about culture, (3) motivation to learn 
about other cultures, and (4) behavioral skills and flexibility to learn new 
ways of doing things” (Early and Ang, Thomas and Inkson in Schein, 2010: 
387f). 
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This very explicitly shows us what any member of a multicultural group needs to obtain in 
order to be able to understand and adapt to its peers. Therefore Schein proposes that the pro-
cess of creating cultural intelligence has to start with the assumption that what all new mem-
bers do is the right and proper way to do things (Schein, 2010: 388). In terms of this proposal, 
Schein describes a need for one to reflect upon one’s own basic assumptions and consider the 
possibility that other’s basic assumptions may be just as valid one’s own (Schein, 2010: 388). 
Moreover this refers back to what we mentioned in the above chapter about the leader’s great 
responsibility for the collaboration between the employees to function and cooperate. By this 
is meant that leaders have to help new members in terms of establishing common category 
systems that both help new members but also develop the group of employees and make them 
mature and grow. By that, the established meaning systems and language systems become the 
deepest layers of that specific group’s culture (Schein, 2010: 97).  Thus, as mentioned in an 
earlier chapter, it is the leaders who set the criteria for the category systems and the organiza-
tional culture, but these criteria are not finally set until they are tested in the group and shown 
to have positive outcomes (Schein, 2010: 98 & cf. chapter 4.2.5 & cf. chapter 4.2.7). These 
tests also lead to debates about common goals and clarity of the meaning systems and it illus-
trates how cultural elements are being created (Schein, 2010: 98). In every society, there is a 
joint cultural agreement about upholding each other’s identities within groups of diverse indi-
viduals (Schein, 2010: 103).  
When developing rules about how to get along in an organization, it can have risky conse-
quences which, according to Schein, is critical to the functioning of any group or organization 
because there will always be variations of what is considered appropriate at the workplace or 
outside the workplace (Schein, 2010: 107). Thus it is a quite sensitive task for the leader when 
organizations become increasingly multicultural in terms of nations, ethnicities and occupa-
tions because misunderstandings are more prone to occur in terms of the increasing amount of 
varying macrocultures’ occurrence (Schein, 2010: 107).  
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5. Analysis 
In this analysis, three main themes will be elucidated as head themes, and these will all have 
underlying subheadings in order to have a better overview of the entire analysis part. In all 
three parts both Schein’s and Hofstede’s theories will be used in relation to quotes from the 
three informants’ answers from the interviews. Thus, what would be analyzed is Carl’s, 
John’s and Aleksandr’s expressions about how they experienced this respective multinational 
organizational culture regarding the following points: Previous Experiences, The Integration 
Process, and Professionalism and Efficiency in the Workplace. Therefore this can also be seen 
as a fusion between our theoretical pre-understandings and the informants’ horizons. 
 
5.1 The Importance of Previous Experience 
Before being able to understand the multinational organizational culture through observing 
the artifacts, which we will analyze in the following chapter, it is necessary to examine what 
is needed beforehand when entering the organization. Therefore in this chapter, we will elabo-
rate on the prerequisites, which are needed to be fulfilled before becoming a part of this given 
organizational culture.  
One of the prerequisites we have encountered, when analyzing the interviews, is the im-
portance of having had an experience with working and/or studying abroad and thus, having 
had an experience of working together with people coming from different cultural back-
grounds. 
We have found this explicitly in all of our informants’ statements regarding basic require-
ments in terms of working within this multinational workplace. In order to provide an over-
view of the most important statements regarding this we will here use the most important 
quotes within this specific field of investigation. First of all tells us that: 
 
“Most of our staff have actually lived abroad or studied abroad because you 
need a European profile to be able to fit in and to […] cope with the […] 
analytical demands but also […] most of the people I interact with will have 
[…] an experience in working together with other nations […]” (Carl, 
03:56). 
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When taking Schein’s term “cultural intelligence” into account, and more specifically the 
first capacity (cf. chapter 4.2.8) we can say that the organization has made some pre-
requirements towards its employees in order to make sure that people who are hired at the or-
ganization already have some sort of knowledge and experiences in collaborating with people 
who might have different basic assumptions. As mentioned in aforesaid chapter – (cf. chapter 
4.2.8) – this can be viewed as a means to enable newcomers to understand – and adapt to their 
new group cultures. Thus this previous experience is important to the newcomers in order for 
them to be able to correctly adapt to the meeting with the new practices (cf. chapter 4.1.1) in-
side this respective organization. Thereby it is also important to the organization in order to 
avoid as much friction and misunderstandings as possible in the three-day introduction train-
ing (Aleksandr, 02:58), which will be elaborated more thoroughly in the following chapter. 
 
Carl goes on to express that: 
 
“[…] we do need people who […] can understand any issue from different 
perspectives. How it would be seen maybe from southern Europe or north-
western Europe or in a country that is a recent EU-member state […] that 
means again it's a great advantage if you have actually worked in a differ-
ent country or worked on European projects […]” (Carl, 05:19). 
 
Through this quote it is therefore evident that the newcomers’ having some sort of cul-
tural intelligence is not just something that is desired by the leaders of the organization 
but also a desire from the employees themselves. This can be seen by the way Carl ex-
presses that it would not just be an advantage to the newcomer coming into the organi-
zation that he or she has some established cultural intelligence, but also an advantage to 
the other established employees in the workplace since it would make their work more 
efficient and more frictionless. It is especially noteworthy how he uses the term “need” 
because this shows us that he finds it of great importance that his coworkers have some 
cultural intelligence in order to make the workplace work. This is especially important 
regarding the actual newcomer to this respective organization, Aleksandr, as he has 
been hired on the basis of this exact need from the organization. He states that “it's al-
so […] my job description. I'm […] in position of national expert so I bring the 
knowledge from my country here” (Aleksandr, 18:30). Thereby Aleksandr, especially, 
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has been hired primarily because of his previous experiences with – and knowledge of 
what a such organization as this produces. Furthermore he has been hired because of 
his experiences from working and studying abroad, which in turn has given him the 
opportunity to become accustomed to the individualist norm which prevail in the Dan-
ish society – as argued in Denmark’s Normative Placement (cf. chapter 4.1.4) – be-
cause he has been working in respectively Canada and England, which are societies 
that Hofstede has found to be predominantly individualist (Hofstede, 1980: 222). He 
states that “I've worked […] abroad before that so in England in Canada” (Aleksandr, 
07:07) which in turn means that his ability to adapt to the individualist practices which 
prevail inside this multinational workplace has been increased by his experiences with 
fusing horizons with other people and societies of different norms than his own. 
This not only means that, to Aleksandr, it is needed to have previous experience of 
having the required knowledge within the actual tasks this respective organization car-
ries out, but it is also a likewise important to the organizations image as well in order to 
solve problems abroad and to, as Carl states, understand issues from a different per-
spective than for example his own. 
 
A further important prerequisite we have encountered is the importance of a common 
language. This will be elaborated even further in the coming chapter, but here the focus 
will of course be on language experience. Carl states that: 
 
“you need to be able to speak English very well so if you're not a native Eng-
lish speaker then normally that means studying very diligently at home or bet-
ter moving abroad to study or work in an English speaking country” (Carl, 
04:57). 
 
As mentioned, the first thing to realize when meeting a new culture is the language that 
is used to articulate and express the given culture (Schein, 2010: 33 & cf. chapter 
4.2.6). If the newcomer cannot comply with this notion, it is obvious through this quote 
that studying the language is, in one way or another, the foremost important thing for 
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the newcomer’s ability to communicate in reference to the semantic space (cf. chapter 
4.2.6).  
Thereby, in reference to Aleksandr’s position and in general within this multinational 
workplace, the English language becomes the single most important thing for employ-
ees to communicate with each other as well as for the organization as a whole to com-
municate with other organizations. Thus this can be seen as the first step of becoming 
accustomed to the common ground in order to fit in with the level of academia that 
prevails within this organization – as will be elaborated in the following chapters – as 
well as the notion of multinationalism which prevail within this respective organiza-
tion. 
 
5.2 The Integration Process 
This chapter will be looking at the various factors that the newcomer encounters when first 
entering an organizational culture, this specifically our informants’ multinational organiza-
tion. We will observe different levels that the newcomer has to go through in order to adapt 
some new features of the culture and feel integrated. Furthermore, to investigate the specific 
organizational culture on a deeper level, we have also taken into consideration how the estab-
lished employees have experienced being in the concrete multinational organizational culture. 
We will analyze the different points of view that each informant has on their situation and, the 
common situation where they intertwine and collaborate with other informants of varying 
backgrounds in a shared workplace. 
 
5.2.1 The Observable Features 
In our three informants’ cases, their reflections in the process of developing themselves in the 
organization, are clarified by the way they express feelings and experiences regarding work-
ing in a multinational workplace. As argued before in the theory chapter, (cf. chapter 4.2.5) 
Schein perceives artifacts as the first observable features, the visual aspects, that the newcom-
er is able to investigate and attempt to understand the culture of the workplace through ob-
serving those aspects. First off, when entering an organization, the first impression comes 
from observing the climate – the atmosphere created in the organization. But already before 
entering the organization, the newcomer could have some ideas on what the organizational 
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culture would be like, based on what he or she has heard about the respective organization 
beforehand (cf. chapter 4.2.5). According to Schein, an organization should always have a 
formal philosophy, some policies and ideological guidelines that the employees are supposed 
to follow. As the policies are visible artifacts, then they are observable to the person who is 
not explicitly in the culture, or a part of the culture, but it is possible to get an idea of the or-
ganization when examining the formal policies. By that we, in this project group, mean that 
the policies are used as guidance for the employees to reach the common goals and accom-
plish explicit expectations. A person coming from outside of the culture, a newcomer, needs 
to be able to understand the expectations through these formal policies, at least to some ex-
tent. Consequently, the organization has created some sort of image in relation to how they 
want the outside world to perceive them.  
This comes out when our informant, Aleksandr, describes his feelings towards the workplace: 
“I would say privileged to work here for me it’s not like anybody would get chosen […] it’s a 
rather nice opportunity” (Aleksandr, 11:11ff). As the visual aspects are always influenced by 
one’s own individual feelings, reactions and experiences, we can say that the reason why Ale-
ksandr finds it a privileged place to work, is influenced by his previous experience and thus 
conclude that his former occupation was not perceived as that privileged. When relating this 
to Carl, who has been working in the organization for an extensive period of time, mentions 
that “[…] we have a name […]” (Carl, 23:43). Therefore, he supports Aleksandr’s argument 
that it is a privilege to work there, as the organization has created a rather professional image. 
The organization is maintaining its image to the outside world by fulfilling certain artifacts, 
“when we have external guests […] I would say you’re expected to dress more formally […]” 
(John, 39:19). By following a certain dress code, they are able to reflect what their values and 
beliefs are in their culture. As they find it necessary and relevant to have a professional work-
place, they are expressing it with their visible features – through their clothing. When observ-
ing the culture more thoroughly during their everyday life, it is notable that the dress code 
then is not that explicit. Our informant, John, states that “you would have a hard time telling 
who is kind of at the top of the hierarchy here” (John, 40:05). Therefore, it would be hard for 
the newcomer to observe who the authority of the organization is and if not knowing that, he 
might not be aware of the presence of the authority. As argued before in the theory chapter 
Hofstede’s Dimensions, the dress code can be seen as a reflection of the low power distance in 
the organization (cf. chapter 4.1.3). As they do not have a certain dress code in the organiza-
tion, there is more visible equality and it is possible to argue that it is reflected from the socie-
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ty where the organization is located at and thus, the culture of the organization is influenced 
by the Danish society. Aleksandr goes further with describing the observable artifacts that he 
has noted when entering the organization. As he is a newcomer in the workplace, we are using 
his first impressions in order to get a better understanding of the artifacts presented in the 
workplace. He states that there is a common sense of appearance – both physical and behav-
ioral – present in the organization. “[T]here is some like mirroring culture” (Aleksandr, 
32:28). By reformulating this statement, we can say that they are reflecting their surroundings 
in search of becoming more alike and thus, less differing from each other. Within this notion 
of common appearance, the employees of the organization, while being diverse individuals, 
also continually adapt to each other (cf. part 4.1). The cultural diversity is there, but in order 
to build up a common culture, the employees are adapting to their surroundings and by that, 
they can relate to each other more eloquently.  
 
5.2.2 The Reflective Culture 
When observing the context of the mirroring culture, we can reflect back to the theory chapter 
and observe the group’s acting as an expression of human thinking, feeling and volition (cf. 
chapter 4.1.1). This is an exact depiction of the way humans act and interact when they are in 
groups; we copy each other in order to create a larger entity. Inside the group, there exist nu-
merous differences, but to become one, you have to have the will to think and feel in terms of 
a greater perspective than your own, thus reflect on your surroundings. This exact notion ap-
plies to the mirroring culture within the investigated organization as stated by Aleksandr in 
the above chapter. 
This mirroring culture becomes more evident as the interview progresses and the informant 
elaborates his perception of behavioral and physical appearances. Aleksandr states that there 
is a consensus about how to dress, in spite of the fact that there is no definite dress code, as 
well as the consensus on how to act and behave as well in spite of the fact that there are no 
consecutive rules as how to act or behave properly. “[…T]he building is full of highly intelli-
gent people so they behave like that […]” (Aleksandr, 33:32). Consequently, as one is sur-
rounded by intelligent people, one starts to mirror that and adapts to that practice (cf. chapter 
4.1.1). These are those consistent unwritten rules, as we have seen through Hofstede in the 
theory chapter (cf. chapter 4.1.4), which are not as strictly followed in an individualist society 
such as Denmark, within which the observed organization lies. In order to create more equali-
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ty in the organization, there are no strict rules when it comes to the dress code and therefore, 
the culture in the organization is driven towards the individualist society. In other words, the 
individuals are highly trusted by the authority and the employee is not so dependent on the 
authority (cf. chapter 4.1.4).   
When elaborating the unwritten rules that are not observable through artifacts, Aleksandr 
brings out the common sense of the workplace, which is shared by the employees in the given 
organization. This is not necessarily something you, as an employee have to get used to, but it 
is a very certain fusion of the large variety of nationalities’ situations into a common notion of 
what is the right way to dress, act and behave within the context of the organization. Ale-
ksandr makes a comparison between the culture of the organization and the outside world, 
“[A]s for behavior well of course you're not going to behave like old rotten […] homeless guy 
[…]” (Aleksandr, 33:16). When reflecting back on how he feels privileged to work there, we 
can conclude that he is separating himself from the outside world and places himself hierar-
chically higher than the non-academic human being outside the organization. By having ob-
served the climate, the created atmosphere in the organization, we can say that the workplace 
is perceived as a professional place which will be elaborated later on in the analysis moreover 
we can notice that the newcomer, Aleksandr is aware of the very presence of a certain set of 
codes that, he has to abide by and adapt to. However, as it takes longer time to find out and 
get accustomed to the underlying basic assumptions in the culture, we cannot state that he has 
revealed all the different cultural layers of the given organizational culture yet in reference to 
The Three Levels of Organizational Culture (cf. chapter 4.2.5).  
 
5.2.3 Communication Systems 
When going more in depth with the concept of artifacts, the common system of communi-
cating – the language in use – is the next observable feature. For a person coming from the 
outside, he or she can observe what language is spoken by the majority but that does not nec-
essarily mean that the newcomer is able to see right away that it is actually an unspoken rule 
to be fluent in English. This unwritten criterion comes out when the newcomer has been in the 
given culture for a longer period and is able to understand the taken-for-granted features of 
the culture that are shared by the members (cf. chapter 4.2.1).   
As found in the chapter The Importance of Previous Experience (cf. chapter 5.1), the new-
comer needs to be able to comply with the language requirements within this respective or-
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ganization in order to start feeling integrated. Language is perceived as a source to create 
meaning in one’s everyday life (cf. chapter 4.2.6). It becomes a crucial characteristic that 
symbolizes the group and the members in the group. Even though the formal language used in 
the organization is English, it is not sufficient to only have a high level in that, as it is more 
important to “speak the same language” (cf. chapter 4.2.6). “I think it helps if you have an 
interaction outside work” (Carl, 25:26). Thus in the given organization, having a relationship 
outside of the workplace would be beneficial for them, as through interacting in a more in-
formal way, they are able to understand a bit better the differences in their line of thoughts. 
Moreover, Carl goes a bit further and says that having an interaction outside of the workplace 
also makes it more comfortable for him to be more direct in the discussions and a bit more 
informal as he is aware how the other person is thinking and functioning (Carl, 25:35). There-
fore, applying Schein’s theory to the same context, we can say that in order to make an effort 
to get to the same level with the other person, to “speak the same language”, you should take 
the person out from the organizational culture and interact with him or her in a more neutral 
ground, outside of the organization. Schein emphasizes that in order to “speak the same lan-
guage” and not only in a sense that they speak the same language, but that they also have 
common underlying meanings behind the spoken words, is only possible when the group 
members know each other (cf. chapter 4.2.6). Thus, having a common language brings people 
closer and helps them to understand each other and is a key to express the given organization-
al culture.  
 
It is crucial to create a category system that is helpful when defining some concrete expres-
sions and the meanings behind the words. Hofstede’s values can also be used in the context 
with language as they are culturally and historically bound (cf. chapter 4.1.5). Here comes out 
an interesting factor when observing the organizational culture outside the working hours. As 
Aleksandr brings out: “[…] there are some closer ties with […] other [home country, ed.] 
people because we can talk not in English so that’s […] a bonus for me to hear the language 
again” (Aleksandr, 09:53). Therefore, we can argue that he is seeking values, and more spe-
cifically language values, as he can relate with the people who are from the same language 
group. Even though English is used as a common language for communicating in the organi-
zation, it is more seen as a practice (cf. chapter 4.1.1), as this is something that has developed 
from the situational context and is more adaptable. As Aleksandr is not a native speaker in 
English, he comes across some difficulties, “sometimes you get this block” (Aleksandr, 
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30:21). He might experience some challenges when it comes to expressing himself and con-
sequently, he finds it easier and more fulfilling to communicate with people from the same 
language group as his own. Despite the fact that people are sharing the same language, they 
still might not “speak the same language”, as it is not possible to have exactly the same basic 
assumptions (cf. chapter 4.2.5), but by sharing the same language should decrease the possi-
bility of misunderstandings to some degree.  
 
5.2.4 Training 
This chapter of the analysis will elaborate how the three informants express their experiences 
about the introduction training, regarding when new members get introduced to the organiza-
tional culture in terms of learning about rules, norms and espoused values.  Furthermore, their 
experiences will be analyzed on a deeper level in relation to the adapting process to the organ-
izational culture. 
When newcomers come to an organization, Schein points out that a training is necessary in 
order to get accustomed to the new organizational culture. The newcomers should first have 
some kind of presentation of a training program of the organization’s set of rules, norms and 
espoused values (cf. chapter 4.2.5) in terms of an introduction to understand how this work-
place functions. These rules are something that John correspondingly confirms, “we have to 
follow certain rules and they are complex” (John, 28:34). So in order to learn about these 
rules, the new members first have to be introduced to them. 
According to both Schein and Hofstede, the organizations’ set of norms are highly dependent 
on the manager, whose norms are in turn affected by his or her respective national cultural 
origins. In this respective workplace, those set of norms can “be developed within the organi-
zation organically or through clear programs” (Carl, 16:48).  Schein claims that espoused 
values are articulated as certain guidelines for the newcomers in the group to know how to 
deal with certain situations. Though, in our perception, it is not possible to have the exact 
same values as each member of a group has their own values and reflections from their differ-
ent earlier experiences which the different member does not have in common. It is important 
to underline that this is what Schein means by values and at this point we are not using it in 
Hofstede’s terms. Because what Hofstede means by values is rather related to what Schein 
defines as basic assumptions as Carl describes that “there's always cases that the different 
personalities different ideas of how things should be done” (Carl, 09:01).  
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5.2.5 The Importance of the Introduction Training 
It is necessary for newcomers to have a set of rules, norms and values, here meant in relation 
to Schein’s term of values, in order to fit in and adapt to their new organizational culture. Ac-
cording to Schein, each organization functions differently, its leaders and employees create a 
culture of organization within that is different from any other. Hence, employees and leaders 
within such organization have a different perception and understanding of any issue encoun-
tered, that is different from what employees and members of another organization might have. 
When new members join the organization they need to be introduced to the organization’s 
artifacts, espoused values and beliefs that are the key elements of the organizational culture as 
elaborated in an earlier chapter (cf. chapter 4.2.5). According to Carl, the newcomers have not 
been properly introduced to the organizational culture’s key elements, when they first joined. 
This is caused by a lack of common organizational values – in terms of Hofstede – that sup-
ports this projects’ claim about an organization being complex in relation to the challenges 
that might occur when different individuals are working together. This is in spite of the fact 
that the organization only has some training programs when new members are already inte-
grated in the organization. But they do not have a clear introduction for the newcomers ex-
plaining them how the organization functions. In reference to training, Carl states: 
 
 “[…]we don't have enough of those but that's maybe a [home country, ed.] 
view […]  but we have career development dialogue […] a very good train-
ing program but that's training to help yourself […] I mean to help yourself 
so that it enables people to […] develop their own skills and to develop 
skills that allow them to adjust better to be open to others etc. which you 
need in this context […] there has not been a conscious effort to say this is 
how we want to do it or we need to have a joined work culture […] and then 
let's develop norms even if they're informal[…]” (Carl, 17:29).  
 
Training is considered by Hofstede as a negative aspect in relation to the individualist society, 
whereas personal time is a very positive aspect of individualist society (cf. chapter 4.1.5). The 
training helps developing the employee’s skills as we can gather from Carl’s quote above. 
What Hofstede means by personal life is to have a job, which leaves time for personal rela-
tions outside the organization as well. Hence, according to Carl, there has been a lack of prac-
tices concerning the creation of a “joined work culture” made up in this very organization. 
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Thus, Carl seems to be looking for a set of rules that explains not only the formal norms and 
rules, but a development of informal norms as well.  
 
“[…]it would be good to update them and provide training with specific is-
sues that are different here […] but that doesn't happen in a systematic 
manner. And it has improved in the sense that there is now a kind of intro-
duction program […] in the first week where you have a […] coach who is 
showing you around where you have specific internal let's say lectures on 
some legal issues that are important[…]”(John, 26:51). 
 
Thus, John agrees with Carl on the point that there should be a better introduction for the new 
members, and apparently, it has improved since they started working in the organization re-
spectively three (John, 00:22) and twelve (Carl, 01:12) years. They both express that it could 
be improved and by that, they mean that it could be even more individualist. “I would like to 
be able to move faster than is possible in that situation. I feel also that we should give more 
attention to this question and that we should invest more in training” (Carl, 11:39). This is his 
reflection when putting himself in the newcomers place. Nonetheless, he thinks that it could 
be relevant for the ongoing development of this organization if there was some more super-
vised training and practices for both new and older members of the organization on a more 
informal level. Carl would like to move even faster and also work on his own ideas rather 
than share everything with his colleagues – thus what Hofstede proposes with his sixth di-
mension of the individualist society, regarding the importance of having individuals able to 
make higher quality decisions, is what leads to a stronger social encouragement to the organi-
zation. John backs up Carl’s answer regarding the individualist society by expressing that the 
organization is rather assuming new employees to be “able to work hard from the first day 
on” (John, 25:15). According to John, “[…] the management is used to decide this” (John, 
25:33) and then he takes a distance from it and says that it is the higher organizational powers 
who are behind this decision and that “it's not me personally” (John, 25:38), which can be 
seen as he is not really supporting the approach the management is taking when it comes to 
the introduction training. Whereas Aleksandr, as being a newcomer himself to the organiza-
tion, considers the whole introduction process pretty good, and describes it as follows: 
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“[…]they would also explain to us as newcomers what to and […] how it 
works so […] I must say that they really take very good care of people who 
come here” (Aleksandr, 03:22) 
 
Accordingly, Aleksandr has experienced the introduction to be good, regarding both explana-
tions in the beginning and during their training programs. On account of this, he as a new-
comer himself feels very welcome and well informed about this organization’s way of func-
tioning.  
It is important to have a well put together training for the newcomers in the organization in 
order to be able to understand, the practical substance of this very organization from already 
the beginning. Even though the newcomers can start making sense of the practical formalities, 
they are still not aware of the organization’s meaning systems at this point. The newcomers 
also need to learn about what Schein defines as the organizations’ meaning systems and lan-
guage systems, but these are not systems that can be learned right from the beginning. In the 
beginning when arriving to the organization they first need an introduction to policies as Ale-
ksandr has explained as a kind of practical introduction. He had only been at this workplace 
for a few months when we, the project group, did the interview and thus, we consider him as a 
newcomer (cf. chapter 3.1.2). He expresses that his training process was good and that “there 
was always room for any questions or for any […] possible complains […]” (Aleksandr, 
04:41). By connecting this with Hofstede’s notion of individualist society, we can say that the 
newcomers are given a chance to collaborate already from the start, by asking questions and 
participate in various discussions. Furthermore, they have the possibility to decrease the gap 
between the authority and themselves as they are able to express “possible complains”. 
When Aleksandr expresses feelings about the introduction to the organization with the train-
ing programs, he shows some Weak Uncertainty Avoidance because he felt that he had the 
opportunity to express his ideas to the authorities. Moreover, the fact that he expresses his 
feeling of being lucky to be part of such organization is associated with what Hofstede terms 
as self-realization. He considers the organization to be very professional, well organized and 
good at preparing its new members for coming there by saying, “a month before I came here I 
received email with complete programming for the first month” (Aleksandr, 02:50). This is 
though just a part of the introduction as he later explains that they had “a three day intensive 
course to get the […] knowledge of […] it goes from more general to more specific” (Ale-
ksandr, 02:58). Hence, Aleksandr as a new employee in the organization confirms that there is 
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a new way of introducing and training newcomers as John and Carl have also mentioned. Carl 
expresses that “the more complex the organization is […] the more you need to have certain 
structures that help you cooperate” (Carl, 18:38). Furthermore, this can be seen in relation to 
Schein as he argues that a concrete set of rules should be established for the members in an 
organization (cf. chapter 4.2.6). Accordingly, the employees themselves also feel that it is 
necessary to have certain structures that can help them to work together with the employees 
who have worked in the organization for a longer period, and thereby it will be beneficial for 
all the members in the group in order to avoid frictions as much as possible.  
 
5.2.6 Diversity in the Organization 
In this very organization in which our three informants work, the organization consists on 
over thirty different European countries, which of course gives a very broad representation of 
individuals as John explains (John, 06:20). Hence, the various combinations of individuals 
within the same organization can be a source of challenges, as also pointed out by John that 
he has the “[…] impression that in some […] groups […]it does create some friction […]” 
(John, 06:55). To this extent, what John expresses by this is the interference of national cul-
tural values that Hofstede argues, in relation to what occurs when different societies are inter-
twined into one. Thus, according to John, various combinations of individuals create “some 
friction”. John also expresses that he finds Danes very direct, which can exemplify that they, 
in this organization, are experiencing differences between the individuals and their different 
nationalities. “I mean Danes are usually very direct if you do something against their rules, 
they'll tell you […]” (John, 13:38) so this is a national cultural value where we can detect how 
John considers Danes to be as very rule-oriented and it shows that cultural values differ from 
person to person. Moreover, he also states that he prefers working with a mixed group of peo-
ple. Hereby, mixed is referring to a multinational group – thus it is the national diversity and 
the broad group of national cultural values that make him feel “[…]more at home here than 
[…] if I was working in a […] normal Danish company […]” (John, 05:54). Whereas what he 
means by “normal Danish company” can be associated to the idea of a Danish workplace 
where only one nationality, such as Danish, was working. 
Carl seems to worry about some challenges that might occur among the employees in the or-
ganization having different cultural backgrounds in terms of the different individuals’ cultural 
values. “[…] if you have grown up in a certain culture you are convinced things should be 
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done in a certain way, takes a very long time to change that […]” (Carl, 12:31). These cultur-
al values are different from individual to individual and very difficult to change, as they lie 
very deep in one-self. These cultural values are thus very close to what Schein describes as 
basic assumptions and something that the employees recognize, that we have gathered 
through what Carl has articulated in his interview. Schein defines three different levels to ob-
serve or explain a given culture, or an organizational culture as earlier mentioned: artifacts, 
espoused beliefs and values, and basic underlying assumptions (cf. chapter 4.2.5). As Ale-
ksandr expresses, “I need to learn about these and to absorb all this knowledge and to be-
come accustomed to this level” (Aleksandr, 27:07), which implies that he is very much aware 
of trying to adapt this new organizational culture and their way of solving problems and doing 
things. This is also what Carl has earlier expressed, when someone comes from the outside 
into the organization where there are new members to work with, what he or she has to do in 
order to make sense of it and learn how to work with these new people, is observe the culture 
thoroughly. The working methods and structures are not always so easy to understand and 
especially the meaning behind those activities (cf. chapter 4.2.5). Therefore, what might seem 
to be common and taken-for-granted to one individual might be incomprehensible to another. 
Carl additionally explains his experience regarding the fact that people do things differently, 
as explained earlier in this chapter (Carl, 09:01). Hence, in this organization, they have differ-
ent values not only regarding to the multinational organization, but for the reason that people 
are different and have different values, what Schein would describe as different basic assump-
tions.  
 
5.2.7 The Role of the Leaders 
It is the leaders’ responsibility, according to Schein and Hofstede, to create an organizational 
culture that is as common as possible and as Carl expresses:  
 
“[…] there would have had to be […] a description of the objectives of the 
team and […] a clear […] description of the roles of the different team 
members who has responsibility for what and how often the team is meant 
to meet […] who is representing the team abroad […] or outside the organ-
ization and stuff like that” (Carl, 48:59). 
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Accordingly, it is the leader’s responsibility to make sure that negatively loaded frictions do 
not appear in the everyday life when the team has to work efficiently in order to accomplish 
the different tasks. Carl expresses that there is “[…]a lack of definition of roles and structur-
ing of the process from above […]” (Carl, 48:35) and thereby we can say that he calls for 
more leadership and more defined structures. In order to make the organization function, it is 
needed from the leadership to define some concrete structures and start explaining them right 
from the beginning from the training process for the newcomers (cf. chapter 4.2.4). 
The notion that people are different is related to this project group’s pre-understanding re-
garding frictions that might occur when different way of doing things are in contrast between 
individuals within the group work. The authorities have a significant task to accomplish, the 
responsibility of making the colleagues within a workplace able to collaborate. Moreover, 
they have to make sure that the collaboration is efficient and functions between the employees 
despite their different cultural values and national cultural values (cf. chapter 4.1.2). This is 
when the leader as earlier explained, needs to establish a category systems in the form of a 
meaning system and a language system, which the leader creates in collaboration with the in-
dividuals in the given subculture (cf. chapter 4.2.6). Hofstede agrees with this statement about 
the leader’s great responsibility in order to make the organizational culture work, which in the 
end clarifies the organizations’ common goals. John talks about how he experienced the tran-
sition from one academic task to another. He does not seem to feel that this task was influ-
enced by the national differences, but instead he expresses that it was a challenge in general 
because of the different people who needed to work together in order to reach a common goal. 
“[…] I experienced a different culture when coming from […] academic research to design 
this policy interface in public institutions but that is not related to […] national issues it's 
more related to different goals that these institutions play […]” (John, 23:46). Hence, the in-
troduction training is useful for the newcomer as it is perceived to be the first encounter with 
the organizational culture through which he or she is able to start noticing what adaptions 
need to be made. Aleksandr makes a comparison with his previous workplace and states that 
“[…] the academic […] was lower than here […]” (Aleksandr, 26:19) and thus, by that he 
expresses that his previous experience was not as professional as the given organization 
where he is working now.   
Carl has explained that the training is seen more as being used by the individuals to improve 
themselves (17:29), it would be relatively useful for the newcomer to take part in the training 
part and it is up to them to make sure that their profile meets the criteria. Moreover, through 
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the training process, he or she is able to get accustomed to the organizational culture and ad-
just his working habits accordingly. As argued before, the given organization is influenced by 
being located in the individualist society. Thus, there is more room for the individual for deci-
sion-making, as low power distance is also present (cf. chapter 4.1.4). This said, Carl explains 
the notion of low power distance by bringing out that his previous experience was influenced 
by an individualist society and thus, he has noticed differences between people who are com-
ing from different societies, related to“[…] how much you expect to be told what to do and 
how much you have to interpret what authority tells you […]” (Carl, 09:01) and by that he 
also supports our perception that the workplace is perceived as an individualist one. 
“[…E]very country has their own way how they do things […]” (Aleksandr, 18:48) supports 
that values – in Hofstede’s terms – and basic assumptions – in Schein’s terns – differ from 
society to society and in order to merge together when people come from different societies, it 
is needed to understand the values of the culture where they are collaborating and the adap-
tion is required from all the employees to make the workplace function. When the adaption is 
not persecuted to the level expected, some frictions might occur and Carl points out, when 
asked if he has had any experiences regarding frictions: “[…] I’ve gone home very annoyed 
and the other person has gone home annoyed […]” (Carl, 11:11). 
Nevertheless, people always adapt to their surroundings and seeing that, they also include the 
cultural values from the other people when acting out their own cultural values (cf. chapter 
4.1.2). As Aleksandr points out, “[…] people change constantly […]” (Aleksandr, 24:07), he 
is supporting the idea that people are constantly adapting to their surroundings. As it has been 
mentioned earlier, Aleksandr used to work in a less academic workplace before and thus, he 
needs to adapt to the requirements and expectations that are set for all the employees. As he 
asserts, he is “[…] slowly getting to it […]” (Aleksandr, 31:18) and therefore, he is implying 
that adapting takes time and practices cannot be taken in only during the introduction training. 
Rather, it is a stretched out process, which needs full commitment from the employees. Also 
Carl points out that there is a general understanding that all the employees working in the giv-
en organization are committed to the work and have high standards (Carl, 24:20) and accord-
ingly, this is something that is expected from the newcomers to adapt to.   
Thus we can say that the observable features are important for the person coming from the 
outside to the organization as he or she will build the first impressions upon those visible fea-
tures. It is important for the employees in the organization to follow some unwritten rules, 
such as dress code and language in use, as through those unwritten rules they are able to cre-
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ate an image of the organizational culture that they want the outside world to perceive them 
as. 
Furthermore the introduction training is needed according to what Aleksandr has expressed as 
a newcomer. He has confirmed this with great appreciation and a feeling of fulfillment. 
Though, Carl seemed relatively worried in regard to the lack of concrete structures in terms of 
defining roles, he did perceive the introduction training as a good improvement of the organi-
zation towards their concern about the leadership, and as a possible solution to accomplish a 
more joined work culture.  
The various combinations of individuals in the same organization do create some frictions in 
terms of the employees’ different national backgrounds. Therefore, the introduction training is 
useful for the newcomer in order to fit in and understand the organizational culture. 
 
5.3 Professionalism and Efficiency in the Workplace  
In terms of efficiency and professionalism, this chapter will handle the empirically found is-
sues in statements by our three informants regarding their different perceptions and approach-
es towards respectively efficiency and professionalism. When referring to efficiency and pro-
fessionalism, it will be in terms of how efficient and how professional the informants feel that 
they are expected to be. As already mentioned earlier, we are dealing with informants that 
have been within this organization for respectively a few months (Aleksandr, 24:00), more 
than two years (John, 00:22) and more than ten years (Carl, 01:12) which gives us the inter-
esting possibility to discover the entity as to how the newcomer perceives efficiency and pro-
fessionalism versus how the established employee perceives it. 
 
5.3.1 The Expected Professionalism 
When discussing the notion of professionalism, John thinks that people within this respective 
organization ought to be professional enough to “come to a close” (John, 09:43) when meet-
ing an issue of nationality. Thus they have to be able to progress towards a settlement of 
which people can agree on and handle such situations constructively and thereby professional-
ly. As an example to this, John refers to a meeting he had earlier that morning before the in-
terview where he was in a “committee meeting where […] we were joking a little bit about 
that some person wanted to go to last agenda point first […] and I said can’t […] we do it in 
the [home country, ed.] way” (John, 09:43).  
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In this example we see that John, in respect to his coworkers, has a sense of expectations as to 
what standard of professionalism he believes his coworkers ought to have in order to work 
within a boundary of a certain level of professionalism. It is clear that within this context the 
basic assumptions – in Schein’s terms – of the different participants are seemingly different, 
provoked by their different national cultural values (cf. chapter 4.1.2). This is clear since John 
openly states that his home country’s way of doing is more professional than the said person’s 
approach to the settlement of the respective meeting. Referring to artifacts, the jokes are an 
observable entity, which is easy for all participants to observe and take part in (cf. Schein). 
Thus, in a meeting with other people than of his own current work group he determines to 
handle a possibly rising problem to avoid further hindrance of the professionalism and effi-
ciency by making a joke about the occurrence of a different approach than the ‘most profes-
sional one’, rather than confronting it aggressively. This also shows us that John’s approach is 
rather professional, as well as time efficient, since he constructively asserts the order that 
needs to be followed with a humorous approach in order to avoid lengthy discussions that 
may harm the timeframe within which they have to be finished with the meeting. This relates 
quite well with what Carl tells us about efficiency; “there is this culture of getting things done 
and not spending too much time in meetings” (Carl, 43:09). Not spending too much time in 
meetings is a factor, which John’s professionalism fits in quite well. This also shows us that 
there is a common practice to which both of our established informants have adapted to. The 
use of the word culture in the above quote indicates that there is a common understanding – a 
common set of practices (cf. chapter 4.1.1), or espoused values and beliefs (cf. chapter 4.2.5) 
– of how things should be done without spending too much extra time on that. It is not only 
our informants, John and Carl, who see the connection between handling deadlines without 
wasting time, so to speak. Aleksandr, the newest one to the organization, also understands that 
efficiency has to be efficaciously conjoined with professionalism.  
 
“you have deadlines and […] everything has to [be] based on scientific re-
search […] from the scientific point of view it's not so hard to find the […] 
common ground” (Aleksandr, 20:03). 
 
Again, the adaption to certain common practices, referring to the aforementioned, is evident 
in Aleksandr’s statement in terms of finding a common ground within the scientific point of 
view. This common ground also refers to the academic workplace between which our inform-
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ants tend to draw parallels to professionalism. Thus academic – or scientific work, in this giv-
en organization equals professionalism in the informants’ points of view. The notion of the 
deadline is an obvious reference to the aforementioned required time efficiency within the 
organization, as argued earlier. Referring to the theory chapter (cf. chapter 4.1.1), adaption is 
the key when individuals act out their cultural values, because each individual adapts to its 
current surroundings and the involved people within those surroundings as well as the sur-
rounding cultural values. We have seen that when adapting to new surroundings – which can 
as well be to a new group – our informants all agree that finding a common ground is not 
hard, as long as each involved participant knows his or her task and is able to be professional 
and efficient in regards to that task. John also states, that “we assume that, if right or wrong, 
the people can kind of work hard from the first day on” (John, 25:15). In elongation to what 
has been mentioned earlier in this chapter about this quote, it is obvious that the level of pro-
fessionalism rates high in terms of being able to work from the first day. As mentioned earli-
er, newcomers have a three-day introduction course, and from thereon forth, work on the 
same level as any other employee. Thus, reaching such a level requires commitment, which is 
also one of the unwritten expectations to newcomers, as John mentions “the assumption kind 
of is that whoever makes it through this selection process should be efficient and goal orient-
ed enough” (John, 24:50). In this context we have, in terms of our theory chapter, as well as 
the above, argued that this is a very individualist approach towards incorporating new em-
ployees (cf. chapter 4.1.3). This is consequently in terms of what in theory chapter was called 
the increasing calculative involvement that employees have with the organization (cf. chapter 
4.1.3). As mentioned in the theory chapter (cf. chapter 4.1.3), a calculative involvement hap-
pens in larger organizations, which suggests that there is a “positive correlation between or-
ganization size and individualism” (Hofstede, 1980: 218). Therefore we can tell that Ale-
ksandr’s reaction towards having to become more calculatively involved, compared to other 
organizations he has been influenced with beforehand, is surprised but feeling committed to 
the task in spite of the large amount of work at hand in order for him to become accustomed 
to this level. He states that there is the need for him “to […] absorb all this knowledge and to 
become accustomed to this level […] it's a lot of study […] it's like 500 pages of material a 
week” (Aleksandr, 27:07). As mentioned earlier, this is also a part of the training to enable the 
newcomer to become accustomed to the level of his or her organization, but it also explicitly 
shows that becoming accustomed to the level of professionalism within this respective organ-
ization is a lot of work. Thus, this can show us, as argued earlier, that this respective organiza-
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tion very certainly has a high level of professionalism. 
 
5.3.2. The Organization’s Working Approach 
When it comes to professionalism we have found that our three informants experience the in-
dividualist norms reflected in the organization as a positive influence on their work experi-
ence. Carl is more explicit about this as he directly tells us that he has “a fairly Scandinavian 
approach […] in fact there's a lot of management advice that tells you the main Scandinavian 
model is good, autonomy, being pragmatic etc.” (Carl, 09:01). This tells us that Carl’s ap-
proach to his work is highly individualist, but he also mentions this explicitly by the word au-
tonomy, which we understand as emotional independence from authority in relation to Hof-
stede’s dimension power distance (cf. chapter 4.1.3), and in this context it would be low pow-
er distance since Carl here states that he is rather emotionally independent from more power-
ful people. The term pragmatic as well refers back to the individualist norm, as it refers to the 
notion of calculative involvement with the organization, as mentioned earlier, since the word 
pragmatic here should be understood as being practical, thus in terms of performing one’s as-
signments with an as independent approach as possible. At the same time this shows us that 
Carl is proud to have this approach in terms of doing his work and that this approach implicit-
ly is what he would like to see as the workplace’s direction in terms of becoming more pro-
fessional. This cannot be directly derived from what is stated by Carl in the above, but he later 
states that “we should be very organized and have a very clear […] project plan and follow it 
to what degree we should leave room for flexibility” (Carl, 28:27). Thus, it becomes clear to 
us that Carl is proud to work with the so-called “Scandinavian approach” and on top of that it 
becomes clear that he thinks the current approach of this respective organization should be 
even more organized than what it seemingly is at this point. Still, he asserts that there should 
be left “sufficient time for your personal or family life” (Hofstede, 1980: 220), as mentioned 
earlier in the theory chapter. By following Hofstede’s findings, that the individualist societies 
are most likely to be related the importance of personal time (cf. chapter 4.1.5), this evidently 
means that Carl’s approach actually is very Scandinavian as we have argued alongside with 
Hofstede in the above. 
The notion of being organized and having a clear plan about your work focus is something 
that both the established employees and the newcomer in this respective organization have a 
clear shared basic assumption about, following the theory chapter (cf. chapter 4.2.5). On top 
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of this, the notion of staying organized and focused, in terms of our informants, also keeps 
conflicts on the distance. Thus, we can decipher that being organized and focused is important 
to the employees in order to stay professional and thereby, avoid conflicts. This is both re-
garding conflicts based on different national cultural values and different basic assumptions. 
Aleksandr states that “if you […] focus on […] what you do so then you […] don't come much 
into conflict as long as you keep […] focus on […] your own subject of study or work” (Ale-
ksandr, 16:02). Both, the newcomer Aleksandr, and the established employee Carl, agree on 
the notion of being focused on the given task or study since Carl also states that “you also 
need to focus on your core task and […] there's a lot of external demands” (Carl, 21:16). The 
level of professionalism is therefore evident to the newcomer as being very important to ob-
tain in order to avoid conflicts based on differences. Furthermore, it is evident to the estab-
lished employee to maintain the high level of professionalism in order to avoid conflicts based 
on differences as well as it is important in order to meet the external demands, deadlines etc. 
that is required and expected by this respective organization. A further statement upon the 
level of professionalism, in order to avoid conflicts between differences, it is important for us 
to address what Carl states at the very end of the interview: 
 
“you could […] establish a very clear set of responsibilities with […] pro-
cesses to follow for certain decisions from the beginning and then even if 
[…] in your own culture you wouldn't do it like that you know it's set out 
and so you accept it […]you will not argue with someone who has followed 
that rule […] because they were meant to do that” (Carl, 47:54).  
 
To the question of whether or not one in such case has to forget his or her cultural back-
ground, Carl answers “that’s right” (Carl, 48:18). Then to the question of whether or not he 
has experienced that happening, Carl answers, “I’ve been affected by it the last two years” 
(Carl, 48:29). He points out that it is important to set your own values aside in order to adapt 
to the common practices set in the organization to avoid frictions. Though as we have argued 
before, we do not believe that it is possible to set your own values or basic assumptions com-
pletely aside and therefore, that can be seen as a reason why some frictions are bound to hap-
pen. Even though the values are presented, to some extent, during the introduction training, 
the employees will still always be influenced by their own values and basic assumptions.  
In order to avoid these basic different assumptions, Carl puts forward a solution of clear 
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guidelines so that cultural values can and will not play a role in the process of reaching the 
group’s common goal. Thereby, the only probable argument there allegedly should be up for 
discussion is whether or not the rule was followed correctly. And then in the end these differ-
ences will not have to affect the professionalism, as have been the case the last two years in 
the said circumstances of Carl. Right before discussing the differences in approaches, Carl 
states that “when we have issues interpersonal relations it’s […] partly when different cul-
tures clash reinforced by then lack of clarity on who's responsible for what” (Carl, 47:08). 
Thus we can tell that it is more often the cultural differences that initiate potential issues, but 
that these are enforced by confusion as to who have what responsibilities. This leads us to the 
notion of different cultural approaches and thereby the different expectations towards profes-
sionalism. Regarding this, John states that: 
 
“in some cultures […] you focus on work […] and the rest is private […] 
and in other cultures it's normal to sit around over coffee and cake and 
share things about the personal lives, so those who depict also have kind of 
a social community in the work environment and if the boss just focuses on 
work outcomes, they might feel surprised or a bit lonely in times” (John, 
17:28) 
 
The quote above portrays one of the fundamental differences between the individualist and 
the collectivist society, in regard to the theory chapter (cf. chapter 4.1.3). The cultures re-
ferred to the very opposite ends when it comes to the salient attachment to strict authority and 
personal dependence on groups. As seen in the theory chapter the general rule is that the more 
individualist a society, the lower the power distance and thereby more detachment from au-
thorities and the more independent on groups, which in turn is reflected in the organizations 
placed within the respective society (cf. chapter 4.1). Thus, when the general value is individ-
ualist in this respective organization, the emotional detachment from authorities and inde-
pendence on groups may seem worrying to the people of more collectivist backgrounds, as 
their national cultural values do not comply with the national cultural values of for example 
this respective organization. This can in turn then make the people of more collectivist back-
grounds feel surprised or a bit lonely in times. This is seen in regard to the aforementioned 
power distance, which “refers to emotional dependence on more powerful people” (Hofstede, 
1980: 221). Furthermore, it relates to a rather horizontal distribution of powers between em-
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ployees within an organization, as mentioned in the theory chapter (cf. chapter 4.1.4), which 
is the distribution John would subscribe to as argued earlier in this chapter and which may for 
some newcomers more than others be a difficult thing to subscribe to depending on their na-
tional cultural values. Carl also states rather explicitly that he would subscribe to the low 
power distance dimension as he states that a big cultural difference he has found not easy to 
deal with and felt personally affected by is “the relationship with authority” (Carl, 09:01). In 
relation to aforementioned people of collectivist norms, Carl notes that “you need to invest to 
explain things to them and to […] convince them this that […] go ahead without everything 
being cleared from above” (Carl, 10:55). This relates very well to the aforementioned diffi-
culties of becoming accustomed to the low power distance that exists within this respective 
organization. Carl goes on to explain that this has an influence on the work, and thereby on 
the level of professionalism by stating“yes […] the work has suffered from it” (Carl, 11:11). 
By claiming that the work has directly suffered from the ambiguity in terms of how to work 
within this respective organization, Carl again explicitly shows that the Scandinavian ap-
proach is this respective organization’s approach, and newcomers ought to be able to comply 
with it, the instance they get hired at this respective organization. Further on, he relates this 
issue to the notion of time efficiency by stating that “I would like to be able to move faster 
than is possible in that situation […] not necessarily to bring everyone up to my standards but 
to […] align working standards more” (Carl, 11:39). The first important thing to note here is 
the feeling Carl brings out in terms of the impression of being held back in the ability to go 
forth in a certain tempo. This feeling of being held back relates again to the presence of dif-
ferent espoused values and beliefs (cf. chapter 4.2.5) because there are different ways of ap-
proaching the assignment based on the very different past experiences of which the people 
involved rely their expertise. Thus the cultural clashes, as Carl also expressed it earlier, de-
creases the level of efficiency. The second important thing to note here, in elongation of the 
above, is the way Carl expresses the desire to align working standards. Implicitly he here 
claims that his level of efficiency is higher than some of the others’ level of efficiency. There-
fore his desire is for some to improve their efficiency to accommodate the requirements of 
finishing assignments within respective deadlines. However, the solution to this can be found 
in relation to Hofstede’s findings on national cultural values, which is the fact that most na-
tional cultural values can relate to “the principle of moderation: seeking a middle way” (Hof-
stede, 2003: 38). As mentioned earlier, this principle is the only value he has found to be more 
or less universal, which makes it apparent that everybody can, more or less, relate to the no-
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tion of compromise. Therefore finding a middle-way through compromising one’s situation in 
order to adapt to the requirements is the most universal solution and thereby the easiest way 
for all participants to be satisfied in their current situation. Furthermore, referring back to 
what has been discussed before, regarding Aleksandr and deadlines (Aleksandr, 20:03), the 
importance of having a common ground on which to stand, again becomes clear in order to 
reach the common goal. Thereby, we can tell that he, as a newcomer, has no problem with 
compromising his situation in order to reach the common goals, as long as the espoused val-
ues and beliefs are shared equally.  
In further relation to time efficiency, John supports what we have argued until this point about 
Carl’s claims, that this respective organization’s norms are rather individualist. This is in 
terms of what he expresses about punctuality within this respective organization. When asked 
how he felt about the expectations for time efficiency he stated that his “approach to work 
and efficiency and punctuality was pretty close to what I experienced here so I didn't have to 
change a lot” (John, 23:19). He was thereby already accustomed to the aforementioned Scan-
dinavian approach before coming to this respective organization and therefore, according to 
himself, there was no reason for him to change his already established practices in terms of 
efficiency and punctuality. In further relation to the individualist norm of this respective or-
ganization, John supports Carl when stating that “in terms of time punctuality, we’re much 
closer to the Danish model than to the stereotype southern European model” (John, 19:32). 
This is both taking distance from the collectivist cultural norm in terms of time efficiency, as 
well as the level of professionalism, especially by using the term stereotype he is categorizing 
what he calls “the Danish model”, which as we have argued is predominantly individualist, 
separately from other models of efficiency. Furthermore, he is emphasizing the fact of what 
has been argued throughout the theoretical chapter, that what he calls “the Danish model” is 
rather individualist (cf. chapter 4.1.4). Thus, very efficient and professional and thereby, he 
categorizes this respective organization as more efficient and professional than whatever other 
levels of efficiency and professionalism he has experienced with the so-called stereotypical 
southern European models. 
As a final addition to this discussion of workplace professionalism and efficiency, Carl men-
tions that the structure of this respective organization is, as we have also argued thoroughly in 
the above, very individualist. To this he adds that this respective organization is going to be-
come even more individualist in terms of a matrix management, which is a predominantly 
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American organization structure, which according to Hofstede’s findings is a very individual-
ist society (Hofstede, 1980: 219ff). Carl states: 
 
“in addition to the […] relaxed hierarchy con-structure that we have to 
have a matrix management approach so they have teams that are cross-
cutting and bind different departments together that is going to become re-
ality from next year” (Carl, 19:45). 
 
This is very much a product of the individualist norms that prevails in this respective organi-
zation and tells us a lot about where this respective organization is going. The fact that it “has 
grown relatively fast until […] three years ago” (Carl, 17:29) shows us that Hofstede’s find-
ings prove correct in regard to the fact that growing wealth shows a positive correlation with 
increasing individualism because, as mentioned in the theory chapter the more wealthy a soci-
ety becomes the more it has a tendency to turn towards individual norms (cf. chapter 4.1.3). 
Therefore it is interesting for us to see that our informants’ coming to – and being in this re-
spective organization, unfazed by their national cultural values, is rather unprovoked in terms 
of adaption to these norms. Nonetheless this does fit very well with what have been argued 
about in the respective theory chapters (cf. part 4). 
 
6. Conclusion  
On the basis of the foregoing analysis it must in relation to the problem formulation How do 
the employees of a multinational organization experience national diversity in relation to new 
employees first be stated that there is not one unambiguous experience. It can however be said 
that an overall conclusion can be that it is experienced that new or more national diversity can 
be a constructive quality for the workplace and thereby for the employees, but also that it 
should not become an obstruction for the work process. 
 
This conclusion is derived from the processing of our empirical data, which is based on our 
three informants’ experiences of the workplace in relation to new employees and understood 
through the theory presented. One thing that for us has become evident from the analysis of 
the three informants’ experiences, is that they all find the multinational aspect of their work-
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place as a positive and useful aspect. This is for example in terms of how people from differ-
ent national backgrounds can contribute to the workplace with different skills and productive 
answers in terms of how to solve the work related issue at hand in different ways.  
 
It has however also become clear to us that these differences should not become challenges in 
terms of contradicting points of view regarding how to work which would mean challenges 
for the employees’ work process. It is expressed that new employees should fit in from the 
beginning and thereby be able to understand the culture of the organization right away in rela-
tion to how the work process is at the respective workplace. With this it should be understood 
that the new employees should be ready to work in the academic or professional way that is 
the way of working at the workplace from day one. This is however not something that from 
our informants’ immediate point of view should be a problem since they express that in order 
to be hired at the workplace, an individual have to meet the requirements of what it entails to 
be at the workplace and thereby that the newcomers should have the same cultural under-
standing from the beginning.  
 
But in spite of the abovementioned they also express that they in fact do experience conflict-
ing points of view, in relation to the work process, occur and thereby conflicting cultural 
points of view in relation to their understandings of the culture. This is not just in regard to 
how all people are different but is also regarding how people from different national cultural 
backgrounds have different points of view on how to work. This originates from the notion of 
predominant societal norms and how these occasionally may clash in work related situations. 
To these challenges they all express the necessity in training regarding how the employees 
should work as well as the importance of leaders that can specify the different roles and struc-
tures so that all employees can adapt to the organizations culture.  
 
7. Perspectives  
First of all we find that follow-up interviews with our respective informants would be an in-
teresting as well as important way to give us a further insight into the phenomenon. These 
could possibly create a new fusion with our newly gained pre-understandings and the inform-
ants’ horizons in order to further expand our – as well as the informants’ – horizons and 
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thereby give us new pre-understandings of the multinational organizational culture. In other 
words this could be seen as a testing of the understanding we have gained from our inform-
ants on our informants in order to gain a more elaborated understanding. 
 
Secondly we think that participant observations could be an interesting and efficient way for 
us to understand the deeper levels of the organizational culture in regard to Schein’s three 
levels. This could enable us to even further test our theoretical pre-understandings than what 
has been done up until this point in order to be able to challenge these and accordingly expand 
these according to our situational horizons as a group in order to get an even further correct 
understanding of the phenomenon. 
 
In addition to this the possibility of having more informants could in turn give us a better and 
more nuanced understanding of the employees’ understanding of the phenomenon, as well as 
a much more nuanced understanding of how the employees experience the actual national di-
versity in relation to new employees (cf. chapter 1.3). 
To even further gain a comprehensive understanding of the employees’ experience with na-
tional diversity we could conduct satisfaction surveys to obtain a quantitative understanding 
of the phenomenon. This insight could provide us with an interesting angle regarding how the 
employees perceive the national diversity in relation to new employees in more general terms. 
This could in turn enable us to confront our theoretical pre-understandings with a very differ-
ently nuanced point of view upon how the phenomenon is configured and perceived by its 
individuals. 
 
Last but not least an interesting addition to this project could be to conduct observations and 
interviews in other multinational organizations within the Danish society to see if there are 
recurrent tendencies regarding societal norms and their imprints in the organizational values. 
Furthermore it could be even more interesting to conduct observations and interviews outside 
of the Danish society to see if the tendencies are recurrent in other meant-to-be individualist 
societies, such as the British one for example. This course of research could also be very in-
teresting to conduct in a meant-to-be collectivist society in order to experience the opposite 
understandings and perceptions regarding the multinational organizational culture. 
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9. Appendix 
The transcriptions of the interviews has been sent as files with the following names: 
 
Appendix John 
Appendix Carl 
Appendix Aleksandr 
